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Abstract
In this world of global interconnectedness women continue to develop cross-cultural careers and
their experiences impact and influence global scholarship and practice. Through this study, the
relationships, resources, and characteristics that support female expatriate success were explored,
with additional focus on the role of mentor and coach relationships. The mixed-methods study
was conducted using a sequential approach to research that began with one-on-one semi
structured interviews with ten professional women from the United States and Canada working
or formerly working in China and Hong Kong. A survey was designed based on the interview
findings. Professional women from western countries working or formerly working in eastern
cultures responded to the 90-question survey (n = 102). The data collection process ended with
facilitated focus groups, attended by nine professional women from the United States, Canada,
and Australia working or formerly working in China and Hong Kong. The research findings
offer evidence that resiliency-based characteristics must be cultivated and developed to support
expatriate cross-cultural success. Findings show perceived success was impacted by expatriate
resiliency, access to a mentor/coach, opportunities to support others, prior international
experience, and culture specific language skills. A significant relationship was found between
specific characteristics and expatriate resiliency. Based on the overall findings, the
Cross-Cultural Professional Success model was designed and includes four dimensions. This
emergent model is presented and discussed followed by a reflective auto-ethnography section.
The research study concludes by offering implications for female expatriates, organizational
programming, and future research. This dissertation is available in open access at AURA
http://aura.antioch.edu/ and OhioLink ETD Center https://etd.ohiolink.edu/etd
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Chapter I: Introduction
Women’s voices are becoming important to global strategy and women will continue to
be chosen for international assignments (Adler, Brody, & Osland, 2000). The role of women as
global leaders has become a topic of interest over the past several decades and the research and
scholarship about women as global leaders will continue to grow. This dissertation research
within the Antioch PhD in Leadership and Change program is designed to add value to crosscultural scholarship and leadership practice.
The mixed-methods research study offers findings that make meaning from the
experiences of professional women and was designed to explore their perceptions of self and
perceptions of interactions with others. This is an exploration of the types of relationships,
characteristics, and resources that support perceived professional success for women working
and leading across cultures. “[The] increasing connection between countries does not mean that
cultural differences are disappearing or diminishing . . . When cultures come into contact, they
may converge on some aspects, but their idiosyncrasies will likely amplify” (Javidan & House,
2001, p. 291). Women from western cultures, working as expatriates in eastern cultures, are
affected by this amplification of cultural idiosyncrasies. This research, focused on an exploration
of relationships and personal characteristics that support success is meant to discover “a more
meaningful way to think about leadership as a form of being (with ourselves and others).” It is
meant to provide an expansion of current theory and organizational practices. These theories and
practices can create new ways of “thinking and acting that awaken and mobilize people to find
new, freer, and more meaningful ways of seeing, working and living.” This research adds value
to the “form of leadership [that] is anchored to personal self-awareness and mindfulness towards
others” (A. Sinclair, 2007, p. xviii).
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The data collection process included opportunities to ask questions about characteristics
that support the ability to adapt and behave based on cultural norms in host countries of China,
Hong Kong, Macau, and Taiwan. These qualities and characteristics include: tolerance for
ambiguity, behavioral flexibility, being nonjudgmental, having cultural empathy, openness to
new experiences, self-efficacy, and strong interpersonal skills (Caligiuri, 2000; Ronen, 1989;
Vroom, 1976). The research findings offer evidence that these resiliency-based characteristics
must be nurtured and developed to support cross-cultural success.
Specific questions were also designed at each phase of research to generate findings
about the mentor and coach-like relationships that exist in professional expatriate experiences.
There are authors who theorize about the positive outcomes that mentoring and mentor-like
relationships can provide to expatriates (Harvey, Buckley, Novicevic, & Wiese, 1999; Mezias &
Scandura, 2005), however it is still something that is not readily seen in practice. This research
on the topic of female expatriates is intended to bring forth valuable information for women who
are thinking of taking an expatriate assignment or those who are currently on assignment. The
organizations that employ female expatriates will also find value in this research as it offers
evidence for enhanced programming targeted toward the expatriate workforce. The research that
will be conducted in this dissertation will provide greater understanding of the factors that
support the success of female expatriates.
This study includes female expatriates from western cultures with nationalities of United
States, Canada, United Kingdom, and Australia who are working and leading in eastern cultures
in the countries/ locations of China, Hong Kong, Macau, and Taiwan. The unique cultural
aspects and layers of complexity that factor into this type of experience supported the decision to
focus on this specific demographic. The research questions across the three-phased sequential
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mixed-methods study were designed on the foundation of appreciative inquiry, with a focus on
professional success. The results and implications afford both individuals and organizations a
deeper understanding of the many intricacies of working and conducting business globally. The
need for developing successful female professionals and global leaders in a world of global
interconnectedness is addressed, a model was designed based on the research findings, and
recommendations are provided.
Background of the Situation
Women as global leaders became a topic of interest in the early 1980’s in North America.
Researchers began to seek an understanding as to why there were so few women taking
expatriate assignments in the business world. At that time there was very little published research
and scholarship related to women as cross-cultural leaders. Therefore Nancy Adler took the first
steps and introduced three beliefs that she studied in detail. These beliefs had emerged both from
the literature and from managers interviewed (Adler, 1984). The following beliefs are from her
research conducted in 1984:
x

Belief 1: The first belief was that women themselves neither want to seek nor accept
international assignments.

x

Belief 2: The second belief was that, even if women are willing to work overseas,
North American corporations are hesitant, if not absolutely resistant, to sending
women abroad.

x

Belief 3: The third belief was that women, even if selected, would not be effective
due to foreigners’ prejudice against them.

In order to understand whether these beliefs were myth or reality Adler conducted research about
each of the beliefs. She found many of the disadvantages experienced by female expatriates
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involved a lack of support from male colleagues and an unsupportive corporate attitude towards
female expatriates. Twenty years later Altman and Shortland (2008) noted that from 1980 to
2008, the research about the experiences of female expatriates had been focused on three key
themes, including: (a) the motivations of individual women to take international assignments,
(b) organizational policies which may limit women’s opportunities for international assignments,
and (c) the perceived impact of the host country environment on women’s suitability for
international assignments. Altman and Shortland (2008) also suggest that these barriers are
created by and reinforced by organizational and societal norms. These norms include: a lack of
women mentors and role models, limited female organizational networking, and a general lack of
social support.
Thirty years after Adler’s pioneering research more women are accepting global roles
with international scope and are moving into professional and executive level positions in
multinational organizations. The research is necessary and fills a gap that currently exists in the
literature. It allows the voices of female expatriates to be heard and it allows for new emergent
practices and recommendations for women as global leaders and global organizational
programming. Thus, this research study is comprised of several types of significance; the
findings implicate both scholarship and leadership and organizational practice.
Purpose and Significance of the Study
The overall purpose of this research is three-fold.
1. To expand research within cross-cultural leadership scholarship,
2. To better prepare women as cross-cultural professionals and leaders, and
3. To provide multinational organizations with a deeper understanding of those factors
that lead to and support cross-cultural professional success.
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This is accomplished by listening to and analyzing the stories told by women expatriates.
Evidence of significance was created through the data collection process. Stories were told,
experiences recorded and new meaning emerged from perceptions and stories offered by the
research participants. This research creates awareness and provides space for the further
exploration and development of resources and relationships that support the success of
professional women and global organizations.
The exploration and creation of evidence as it relates to the factors that support success
for women as cross-cultural leaders benefits multiple stakeholders in the global work
environment. Researching, studying, analyzing, and writing about the experiences of
professional female expatriates aligns with the expansion of opportunities for women to lead
cross-culturally. Understanding the factors that lead to success will better prepare the women
who will be embarking on this journey in the future as well as those who are currently working
in the international setting. Cross-cultural leadership abilities and knowledge take many years to
acquire and develop. Understanding the differences within cultures and the norms and styles that
are acceptable, or not, within the leadership realm is important in the current environment
(Javidan & House, 2001; Mendenhall, 2006). Thomas (2002) notes a person’s ability to adapt
their behaviors to those new and different cultural contexts is a form of “cultural intelligence.”
An individual’s Cultural Intelligence (CQ) is developed through various relationships and
resources before, during, and after an expatriate assignment. By developing an understanding of
the variety of reasons why and how expatriate success occurs has brought forward the raw
humanness of expatriate experiences.
Mentoring has been a focus in the literature because it can be a means to shape the
knowledge, skills, attitudes, and behaviors of expatriates (Harvey et al., 1999; Mezias &
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Scandura, 2005). The specific role of mentors in the international context is in need of further
development (Allen, Eby, Poteet, Lentz, & Lima, 2004) and mentoring relationships in expatriate
assignments are under-examined (Mezias & Scandura, 2005). A primary objective of this study
is to look at the relationships that support success of female expatriates and determine whether
any of those relationships are mentoring/coaching relationships. The role and impact of
relationships in supporting the success of women leading cross-culturally will add value to
current literature and organizational practice. Mentor/Coach relationships, both formal and
informal, are designed into this study.
Greater China is continuing to become a host country to more female expatriates. A gap
has been discovered in the literature, and discovering the gap adds to the value, relevance, and
significance of this research study. The gap in literature provides an opportunity for this research
to move the current theory and practice forward through the evidence discovered and findings
reported based on the mixed-methods study.
Gap in the Literature
A need for further research related to female expatriates leading cross-culturally in
Greater China has been identified. There is research and peer-reviewed scholarly work that
contributes to each of the factors presented in Figure 1.1 individually. Continuing to deeply
explore and study the relationships and resources that support female expatriate experiences will
lead to the development of understanding of how these variables affect the success of women
who are leading cross-culturally. Therefore, the gap the research will fill is the specific focus on
studying relationships and resources. Figure 1.1 is a Venn diagram model of the intentions and
the specific area identified to be the focus of this research.
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Figure 1.1. Venn diagram—illustrating the focus of the research study.
The figure illustrates the focus of the research study and the gap to be filled by listening
to stories and being present with participants in order to collect new data. The focus on
understanding the relationships, characteristics, and resources that support success can add to the
current body of leadership scholarship. The parameters of studying the complexities of western
and eastern cultural dimensions adds to the value of this study. It highlights the cross-cultural
leadership theories and social dynamics. Creating a foundation for this research based on theory
allows for a thorough exploration of these activities that support success: valuing mentor/coachlike relationships, building resilience, accessing reflection activities, and reviewing support
strategies. As noted by Caligiuri, Joshi, and Lazarova (1999) an expatriate assignment is
determined successful if the following three criteria are present:
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1. Desire not to terminate [desire to continue or extend the expatriate assignment]
2. Cross-cultural adjustment
3. Performance on the job
There are several resources contributing to the success of women as expatriates noted in
the literature. The focus on the international careers of female expatriates has led to studies about
career-oriented support initiated by organizations (Caligiuri et al., 1999; Culpan & Wright, 2002;
Crowley-Henry & Weir, 2007; Hutchings, French, & Hatcher, 2008; Hutchings, Lirio, &
Metcalfe, 2012; Mathur-Helm, 2002; Selmer & Leung, 2002, 2003). The social and familial
realms of support for female expatriates have been reviewed (Caligiuri & Lazarova, 2002;
Caligiuri et al., 1999; Dupuis, Haines, & Saba, 2008; van der Velde, Bossink, & Jansen, 2005).
Relationships also affect success. There have been studies that focus on mentoring and how these
types of relationships and networks support the success of female expatriates (Harvey, McIntyre,
Heames, & Moeller, 2009; Shortland, 2011). The ways that the cultural environment of a
country affect the success of female expatriates has continually been explored (Sinangil & Ones,
2003; Stroh, Varma, & Valy-Durbin, 2000; Vance & Paik, 2001; Varma, Toh, & Budhwar,
2006). Awareness and reflection are also important aspects to review. A number of individuals
have studied the role of self-reflection and cross-cultural awareness as factors influencing
success of expatriate assignments (Cole & McNulty, 2011; Fischlmayr, 2002; Janssens,
Cappellen, & Zanoni, 2006; Selmer & Leung, 2003; Tung, 2004).
Based on the literature reviewed, the key factors that contribute to the success of female
expatriates are the following:
1. Cultural Environment: Host Country Nationals (HNCs) perceptions & cultural work
values/environment
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2. Organizational Support: Organizational/career development
3. Networks: Social/family
4. Awareness and Reflection: Self-awareness and cross-cultural awareness
5. Mentor-like Relationships: Mentorship programs and professional relationships with
successful female expatriates
The amount of literature related to expatriate assignments continues to grow. There is a focus on
the role of mentors, expatriate socialization, adjustment and career development in a different
culture (Chao, Watz, & Gardner, 1992; Harvey et al., 1999; Feldman & Bolino, 1999; Johnson,
Kristoff-Brown, Van Vianen, & De Pater, 2003; Mezias & Scandura, 2005; Ragins, Cotton, &
Miller, 2000; Sanchez, Spector, & Cooper, 2000; Shaffer, Harrison, & Gilley, 1999). The
challenges faced by expatriates as they focus on their mission of leading and working
cross-culturally include socialization to the new environment, concerns related to career
development, and a constant struggle with new and very different cultural norms (Adler, 2008;
Caligiuri & Tung, 1999; Hofstede, 1999, 2005; Javidan & House, 2001; Woodall, 2005).
Multinational organizations as well as individual expatriates face the challenge of assignment
completion and retention (Black, Mendenhall, & Oddou, 1991; Carraher, Sullivan, & Crocitto,
2008; Mezias & Scandura, 2005).
More is known about why expatriates fail than why they succeed (Crocitto, Sullivan, &
Carraher, 2005). Therefore, an appreciative approach to studying this topic is added to turn the
focus on success and understand why expatriates succeed. Through an appreciative lens the
positive aspects of expatriate experiences will be highlighted and the gap in the current literature
will be filled with new data. There is also value in understanding how various relationships and
resources specifically support female expatriates in generating cross-cultural resilience. Listening
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to stories from the female expatriate perspective allows for a deeper understanding into their
experiences. The research study is situated at the micro level of understanding which
relationships, characteristics, and resources support success for females, inside the macro level of
expatriate assignments overall.
Epistemology and Theoretical Context
In order to properly situate this research study, a brief overview of several theoretical
foundations which embody the design of this work is provided. These foundations serve as a
framework for the literature review in Chapter II and subsequent research design in Chapter III.
Figure 1.2 is a visual representation of the epistemological, methodological, and theoretical
foundations that guide this study.

Figure 1.2. Foundations and theories supporting literature review and research design.
As noted in Figure 1.2 the mixed methods research study will include both qualitative and
quantitative methodologies. It will be viewed through a pragmatic practical lens in order to create
resources for use in practice. The research consists of constructing a reality of potential for the
participants involved. Appreciative Inquiry (AI) is a way to frame the research inside this positive
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paradigm. AI is a good fit for this study since it is an approach to dialogue that engages others and
creates action or outcomes using positive framing techniques that focus on success. Appreciative
Inquiry facilitates meaning making and new ways of knowing about the topic by framing and
focusing on success, positive experiences, and appreciation. This study will become relevant and
useful by expanding on the topic of female expatriate success. With a foundation on cross-cultural
leadership and social cognition theory another layer will be added to the current body of scholarly
research.
Research Questions
This study aims to interpret and analyze the western female expatriate experience. The
emphasis is on cross-cultural leadership and the aspects that lead to resilience, adjustment, and
success from the female expatriate perspective. The following research questions frame this
mixed-methods study:
1. What types of relationships/ characteristics/ resources support the professional
success of female expatriates from United States, Canada, United Kingdom, or
Australia, who are based in China, Hong Kong, Macau, or Taiwan?
2. In what form do formal or informal mentor/coach-like relationships exist or show up
for professional women who are expatriates in China, Hong Kong, Macau, or
Taiwan?
3. How do mentor/coach-like relationships support professional success for female
expatriates while working across cultures?
Methodology
The study of expatriate experiences requires a method and approach that goes “inside”
being a professional female working across cultures. This lends to the qualitative aspects of
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research. The questions also provide an opportunity to look at the phenomena from the “outside”
and be able to apply certain findings across expatriate assignments. Utilizing quantitative
research methods were needed to meet the objectives of this study. The expatriate experience
involves complex dynamics and layers of cultural responsibility. A mixed-methods approach is
used to meet the requirements presented by the narrow participant demographic for this study.
Thus semi-structured interviews, a survey, and focus groups were conducted to develop a full and
integrated story about the research participants and their experiences.
Research Design and Scope of the Study
The development of the methodology has led to a sequential approach to the research
process. A sequential process of mixed-methods brings a robust variety of techniques with
increased depth and breadth of data. A model for this sequential design is depicted in Figure 1.3.
The research plan began with “a qualitative phase and add[ed] quantitative data collection at a
later point. This design makes it possible to submit an emergent theory from a qualitative study
to quantitative validation” (Rudestam & Newton, 2007, p. 53). The model designed for the
dissertation is based on the process of building one phase based on the findings of the previous
phase. The research process began with conducting qualitative research interviews, analyzing
that data for themes and specific language that describes the experiences of participants. This
was followed by quantitative research via a robust survey that embedded the opportunity to
gather qualitative narrative data inside the survey tool. Lastly, qualitative focus groups were used
as a method to validate the study findings, round out any edges, and clarify ideas that were
ambiguous after the survey data was analyzed. The entire process was held together and
informed by the positive scholarship body of knowledge and appreciative inquiry method.
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The model is based on this summary: [(QUALÆ QUAN(qual) Æqual) Positive
Scholarship/ Appreciative Inquiry] and is discussed in Chapter III.

q
qual

QUAN

QUAL

qual

Appreciative Inquiry

Figure 1.3. Sequential approach to a mixed-methods research design.
The incorporation of AI into the research process allows participants to construct a reality of
potential. There will be three phases of data collection inside the research process. The first phase
will include interviews, the second phase will consist of a survey, and the third phase will include
focus groups. Using the Appreciative Inquiry approach will facilitate the focus on positive meaning
making and new ways of knowing about the topic. An appreciative mindset surrounding the
research topic will be encouraged and AI includes “a form of generous listening, which does not
prohibit problem talk, but frames questions that help move problem talk toward appreciation and
possibilities” (Reed, 2007, p. ix). Positive experiences and appreciation are important when keeping
this study framed around success.
The scope of the research is narrowed by gathering data from individuals who meet
certain demographic and cultural criteria. The research participants are female expatriates with a
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home country of North America (United States or Canada), United Kingdom, and Australia and a
host country/location of China, Hong Kong, Macau or Taiwan. These countries represent
typically western or primarily Anglo cluster of cultural norms and practices (House, Hanges,
Javidan, Dorfman, & Gupta, 2004, p. 183). China, Hong Kong, Macau, and Taiwan are situated
in the typically eastern or Confucian Asia cluster of cultural norms and practices (p. 189). The
initial interviews were conducted with ten female participants who are currently expatriates or
have been on expatriate assignments with the specific home country and host country
demographics. Over 100 women completed the survey and nine women participated in the focus
groups. Studying female expatriate experiences encompassed by these differing cultural
environments lends to an interesting comparison of western and eastern cultural perspectives.
The cultural and environment-related stories and experiences are reported through the lenses of
the research participants.
Positionality of the Researcher
As the researcher, I am invested in this study for a number of reasons; first, my
experience working within the business environment in the Human Resources (HR) and
Organization Development (OD) fields. My experience has offered insight into the role of
women in the global business structures and systems. Second, I have been involved in the
academic community as a student by earning a Bachelor of Science Degree from the University
Of Minnesota’s Carlson School of Management with a focus on Business, Human Resources,
and Industrial Relations as well as earning a Master’s Degree from the University of St. Thomas
in Human Resources and Change Leadership. Through this academic lens I have found my
scholarly voice. I have discovered an opportunity to further explore the topics I am most
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interested in through the Antioch PhD in Leadership and Change program. Third, I have directly
experienced an expatriate assignment based in China as a female from North America.
My paradigms and demographics can been seen as both adding value to this study as well
as offering challenges and biases. I categorize myself as a female, white, middle-class,
American, Human Resources practitioner with a western cultural lens. I am a PhD student with
cross-cultural leadership experience. I have lived inside the environment being studied and
therefore I will bring certain biases toward the research, since I have experienced it in a
particular way. I saw firsthand the need for further development and opportunity to support
women as cross-cultural leaders on expatriate assignments. My career is built on Human
Resources professional practice focusing on HR and OD projects and organizational change
initiatives. While based in China I held the title of Regional Human Resources & Talent
Development Manager - Greater China where I was working within a multinational organization
in the hospitality industry. I have traveled extensively and have been involved in speaking
engagements in Europe, Asia, and the Americas. I come to this research study with a global
mindset and an adaptable perspective, ready to learn from others’ experiences and insights.
The inspiration for this research and area of inquiry is based on my past experience and
current curiosity. The cross-cultural experiences and challenges, as well as the access to graduate
education in the United States have sparked my interest and given me a platform to develop this
topic in the academic community. I will acknowledge and build upon the instrumental
foundational scholarship. Chapter V will include an auto-ethnographic section based on my own
experiences, biases, perceptions, and interests.
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Overview of the Dissertation Chapters
The literature review in Chapter II offers a comprehensive discussion on the concepts of
expatriate experiences for women. The foundational literature describing expatriate resilience,
adjustment, and success is documented. To provide context for the study, Chapter II includes an
overview of the cultural factors involved in an expatriate assignment based in Greater China and
examines the eastern cultural dimensions. Through the literature review process, a deeper
understanding of the foundational research related to women and expatriate assignments is
provided. The cultural environment in China and how the culture impacts women working in this
environment is described. The current scholarship of expatriate success is outlined and literature
surrounding mentoring is reviewed. Chapter II provides a summary of the literature and through
this summary it identifies the gap in the current scholarship. An explanation of the need for
further research follows a review of related leadership theories associated with this topic.
Since this topic covers a breadth of information and also requires an in-depth look at the
experiences of women expatriates, a mixed methods study is. In Chapter III the plan to utilize a
mixed methods framework is discussed. An introduction to the concept of mixed methods is
provided and demonstrates the need to incorporate both quantitative and qualitative approaches.
The data collection methods and techniques are discussed in detail and includes a review of the
interview protocol and ideas for the survey design. An overview of the reliability and validity of
the methods and techniques is included as well as a description of the demographics for
participants.
The Antioch Institutional Review Board approved this research study to move forward
and the data collection process commenced in December 2014. The collected data was
transcribed, coded, and analyzed and the findings are reported in Chapter IV. Chapter IV
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presents the quantitative and qualitative results of the interviews, survey, and focus groups. The
data gathered during the research process is immense and complex which offers both breadth and
depth of learning and contribution to the scholarship and leadership practice. In Chapter IV the
intricacies of statistical analysis and narrative coding and categorization of themes generated
from the research are discussed in great detail as well. The findings lend to further insight into
the complexities of cross-cultural leadership and experiences of women as expatriates.
Chapter V offers an informed discussion of the findings and emergent themes. The
chapter links the findings with the literature reviewed in Chapter II. Recommendations and
suggestions for future research are included. Strengths and limitations of the study are outlined.
Since this research study has a practical objective as well as a theoretical foundation, therefore
there is a post-modern and constructionist focus that privileges subjectivity. Thus an
auto-ethnographic section of reflections of the researcher are included at the end of Chapter V.
Personal insights into the phenomenon including stories from personal experiences add another
layer of insight and perspective related to the research findings. The concluding section outlines
implications for scholarship and practical applications for leadership practices. It also includes
recommendations for future research on the subject of female expatriates working and leading
across cultures.
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Chapter II: A Review of the Literature
Chapter II begins with a presentation of the literature review process and the methods
used to identify a gap in the current body of scholarship. The need for further research is
presented and substantiated with a discussion of existing expatriate research studies and
culture-related literature. The relevant leadership theories that intersect with cross-cultural
professional experiences are presented. The cultural environments this research study is situated
inside are reviewed using various research findings about the contexts of culture. Substantial
scholarly literature is reviewed and the most relevant theories are presented. The authors and
pioneers of the existing scholarship and research are cited and given credit for providing
foundational theories and concepts from which this research study was developed. The chapter
culminates in a critical synthesis that bridges the literature review to the discussion of research
methodology.
Strategies Used for Searching the Literature
An in-depth literature search was conducted to determine if and where a gap in the crosscultural literature exists. The literature was searched until a level of saturation was reached. The
literature search began with the definition of key search terms. The first three key topic areas
were; women leaders, international expatriates, and China or eastern cultures. The literature was
gathered using various search strategies. “Using multiple search strategies is like weaving a cane
seat. Asking your question in several places, in multiple ways, allows you to weave together a
tight net with no holes” (Antioch Libguides webpage, 2012). After multiple attempts to search
the three original key terms including China, it was determined that there are very few research
articles available that include the terms women, expatriates, and China.
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While conducting the initial search the journal that continued to produce results was the
International Journal of Human Resource Management. This journal is a significant source of
peer reviewed articles that fit the search criteria. The literature search reached saturation after
reviewing all articles that included the two separate search terms: “Expatriates and China” and
“Expatriates and Women.” It was significant to find the gap and the opportunity to continue with
further research studying the experiences of women expatriates living and working in the eastern
cultural environments of China, Hong Kong, Macau, or Taiwan.
The Need for Further Research
The literature search yielded ninety eight peer-reviewed articles about expatriate
experiences. These articles were gathered, categorized by topic, and reviewed in preparation for
this research study. Over half (51%) of the articles covered information about expatriate (male or
female) experiences in China and Greater China (China, Hong Kong, Macau, or Taiwan). Just
over one third (36%) covered research about women as expatriates globally. Nine articles
(<10%) covered expatriate success (male or female) in any country or culture. Based on the
in-depth literature search it was determined there are currently less than five peer-reviewed
articles (3%) that cover all three specific criteria including: women, expatriate experiences, and
China, Hong Kong, Macau, or Taiwan.
Hutchings et al. (2008) conducted one of these three studies. They explored gender and
social dynamics of expatriate assignments and how these issues impact the experiences of female
expatriates in China. They conducted a quantitative study using a survey and found that female
expatriates do not perceive themselves to receive equal treatment from their organizations, as
compared to that of male expatriates in their organizations. They noted that future research could
focus on perceived expatriate social support.

20
Owen, Javalgi, and Scherer (2007) conducted a study that investigated Chinese nationals’
attitudes toward female expatriates in China. They found that female Chinese nationals had more
positive perceptions than male Chinese nationals did of female expatriates. This research study
presents implications for the success of female expatriates in China. It focuses on the perceptions
of the Chinese nationals the female expatriates work with both as colleagues and as those they
lead and manage on teams.
Napier and Taylor (2002) conducted a study that included the criteria of women as
expatriates in China. They conducted research beyond the country and culture of China and
explored the challenges faced by female expatriates based in the countries of China, Japan, and
Turkey. Their research determined the impact of the different cultural dimensions of each
country and culture on the success of the female expatriates. The research was conducted
through a mixed method approach using a series of semi-structured interviews and surveys. They
suggest further research is needed related to the specific types of support available for female
expatriates.
While these studies explore aspects of support and aspects that contribute to the success
of female expatriates in China, they do not focus on discovering the specific types of
relationships, characteristics, and resources that lead to perceived expatriate success. Therefore
the three research studies are acknowledged and recognized for the relevant research findings
related to female expatriate assignments and expatriate assignments in China. This research
study builds upon the current research that exists.
This research study titled: Dimensions of Cross-Cultural Professional Success:
Experiences of Western Women Living and Working in Eastern Cultures was designed to explore
the relationships, characteristics, and resources that support professional success for women
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working across western and eastern cultures. This research was not designed to be a comparison
between the experiences of women and the experiences of men. This research study is meant to
create space to hear the voices of women who are experiencing the cultural and social dynamics
of living and working across cultures. There are a small percent of female expatriates, and in the
1990’s women made up only about 10 percent of the expatriate population (Adler, 1994). In the
2000s the presence of women in the global workforce has grown to over 20% (Brookfield Global
Relocation Services, 2009). Even less are based in the host countries of China, Hong Kong,
Macau, or Taiwan. Understanding the experiences of this limited population substantiates the
need for this research as the study is designed to hear the voices of a marginalized and
understudied population of women expatriates. The study is a method to collect stories, allow the
stories to grow into findings, and then interpret and make meaning from the findings. This
meaning making process occurs with the current theories and literature at the foundation.
Therefore this research study brings another layer of understanding to leadership scholarship and
leadership practice inside the academic and global professional communities. Figure 2.1 provides
a visual model of the theoretical foundations of this research study.

Figure 2.1. Foundational theories and constructs guiding this research study.
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Figure 2.1 illustrates the foundational role that culture plays in the experiences of
expatriate women. The expatriate’s individual identity, personal characteristics, normative
behaviors, social identity, and relationships overlay the cultural dynamics. The arrows show
connections and reciprocal relationships between the various theories and concepts.
Social identity is an individual’s sense of who they are based on the groups they are part
of. An expatriate’s social identity is active inside both individual and group cultural identities
and shifts based on environmental influences, cultural context, and learning. Social identity
includes an individual’s national culture, group, and individual social identities. Booysen (2015)
describes how social identity functions within both individual and group levels:
[Social Identity Theory] SIT functions on both individual and group levels and focuses
on cognitive and psychosocial processes of interpersonal, interpersonal, and group
interaction and behavior. It also captures the socially embedded, situated, shared, social,
group- located properties (including culture, subcultures, and other categories) or
individuals. It should therefore be employed alongside cultural theories . . . it explains
the simultaneity of both individual and group (or collective) identities by focussing on the
variety of cross-cutting individual and group-located properties, embedded nature, and
shifting salience and influence based on context. (p. 262)
As professional expatriate women navigate the cultural dynamics of the new
environment, they are faced with various influences, dimensions, resources, and new knowledge.
All of these impact their behaviors. Each of these theoretical foundations located in Figure 2.1
are discussed in the following sections. The first row of the model shows what will be explored
through the research process. The experiences and success of women working across cultures is
impacted by the foundational constructs that are listed in the second and third row. The
foundational constructs embedded inside social identity of female expatriates: culture, female
gender, and social dynamics are discussed in the following sections.

23
Culture: Leadership and Professional Experiences
Leadership is a type of behavior and since culture influences behavior it ultimately
influences leadership. Culture influences the way leaders practice and behave. The GLOBE
definition of leadership is “the ability of an individual to influence, motivate, and enable others
to contribute toward the effectiveness and success of the organizations of which they are
members” (House et al., 2004, p. 15). Almost all definitions of leadership involve influence and
it can be noted that “leaders influence others to help accomplish group or organizational
objectives” (p. 15). Culture influences leadership and the way leaders behave and influence
others.
An international expatriate assignment is an important career development opportunity in
the global business environment. In the case of female expatriates it is notable that “by adding
the international requirement to managerial advancement, and then limiting women’s
opportunity for expatriate experience, corporations are adding a layer of glass, in essence a
double pane of glass, to the still-existing managerial glass ceiling” (Insch, McIntyre, & Napier,
2008, p. 19). This double pane barrier is even more difficult to break through and is a new
challenge for women who wish to move their career to the next level in a multinational
organization where cross-cultural leadership is a necessary requirement for executive level
positions. Expatriates are also faced with the “greatest number and kind of professional and
personal challenges” when they take on an international career assignment (Crocitto et al., 2005,
p. 528). Being an expatriate and a leader and a female adds to the professional and personal
challenges. The participants in the research study will be defined as informal leaders informal
who are leading the way to building successful cross-cultural relationships.
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Culture is defined as “shared motives, values, beliefs, identities, and interpretations or
meanings of significant events that result from common experiences of members of collectives
that are transmitted across generations” (House et al., 2004, p. 15). Culture can oftentimes be
attributed to nationality, however is not the only definition and culture is not the same as
nationality. There are many levels and ways cultures and sub-cultures are put into practice and
operationalized within each individual. Culture can come to fruition and be operational through
collective values, belief systems, languages, shared history, and organizational practices. This
study will be focused on the experiences of western female expatriates.
Professional women and culture. The professional female participants experience the
international assignment inside three larger overarching influences; (a) experience of expatriates
(b) professional female and gender, and (c) and western national origin. Figure 2.2 is a visual
diagram depicting the layered complexity of the influences and participant demographics within
this research study.
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Figure 2.2. Venn diagram of participant demographic sub-culture for this study.
The western female expatriate is leading in a complex multilayered cultural context
where they have multiple cultural influences impacting their behaviors. Those expatriates who
are managers or leaders encounter another challenge where management/leadership is a gendered
profession. There is a masculine context in which women need to work and this carries a host of
obstacles for females, obstacles males do not encounter. For female expatriates’ conflicts
between balancing work and family can keep them from progressing with their career and
meeting goals of reaching senior professional positions (Linehan & Walsh, 2000, 2001).
Expatriate assignments also tend to favor men, therefore this is another barrier females
are faced with. Research, indicating a ‘glass border’, has suggested that there are ongoing
assumptions about women as managers and their availability, suitability and preferences for
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international assignments (Forster, 1999; Linehan & Walsh, 1999). While this study is about
professional female expatriates, it situated inside a backdrop of female gender and
marginalization and social identity. Gender can be “seen as a social construct, referring to
stereotypical gender behavior, namely female and male leadership styles, which are socially
constructed, influenced by culture and are learned and thus result in gendered behavior”
(Booysen, 1999, p. 8). Tharenou (2010) found that female professionals initiate an expatriate
assignment themselves more often than their male colleagues. This may be a way to make up for
disadvantages faced by women in the professional workplace. The complexity of the female
sub-culture adds to the significance and importance of this research study, however does not lead
the focus of the study.
The overlapping area inside Figure 2.2 depicts the demographic that will be the focus of
this research study. Western female expatriate is functioning inside the greater eastern national
culture. The male expatriate sub-culture has been excluded from this study and the exclusion is
based on the gap discovered in the literature related to the experiences of female expatriates.
Maintaining the specific focus of this study on western female expatriates supports the requisite
scope of this study. The following foundational identity, leadership, and cross-cultural theories
offer a view into the complex world navigated by female expatriates in China, Hong Kong,
Taiwan, and Macau.
Iterative influence of culture. In 1980 Geert Hofstede wrote about the difference
between national cultures and organizational cultures. He said the differences between national
cultures are mainly found in the values of the different cultures, whereas differences between
corporate organizational cultures are mainly found in the practices between different companies.
This leads to an assumption that the organization’s mission and practices may be held constant in
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different locations and across different cultures, while the organizational culture is always
affected by the national culture surrounding it and the contributing employee values, norms, and
identities. This is because the values of different people from different cultures exist inside the
organization. They influence the way leaders and followers interact in cross-cultural
environments.
Given the increasing globalization of industrial organizations and the growing
interdependencies among nations, the need for a better understanding of cultural
influences on leadership and organizational practice has never been greater. Leaders
confront situations that are highly complex, constantly evolving, and difficult to interpret.
(House et al., 2004, p. 10)
Figure 2.3 illustrates the influence that each level of culture and values has an effect on
another in an iterative constant pattern. There is no beginning and no end. The influence and
impact on values, practices, norms, and behaviors is constant.
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Figure 2.3. The iterative process of culture influencing a system.
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When a female expatriate is working and leading cross-culturally she is influenced by
multiple cultural systems and value systems. The way cultures are inherent and put into practice
in an individual or group influences the individual’s or group’s behavior. This influence adds to
the complexity of working and leading across cultures.
Implicit Leadership Theory. The Implicit Leadership Theory (ILT) provides context to
the concept of cross-cultural leadership. ILT notes that an individual’s assumptions, beliefs, and
perceptions influence how they think of or perceive a leader. The perception of the leader could
be good or bad or indifferent depending on the individuals lens and personal experience. Due to
differences in cultural values, norms, and practices, the belief of what makes a leader good or
acceptable varies across cultures (Javidan, Dorman, Sully de Luque, & House, 2006). Looking at
leadership from both the emic (inside) and etic (outside) perspectives is important when
reviewing cross-cultural leadership. Smith and Bond (1993) noted,
If we wish to make statements about universal or etic aspects of social behavior, they
need to be phrased in highly abstract ways. Conversely, if we wish to highlight the
meaning of these generalizations in specific or emic ways, then we need to refer to more
precisely specified events or behaviors. (p. 58)
A discussion related to the way people think about culture is also relevant to this study.
Two differing schools of thought exist:
x

Cultural universalism perspective

x

Cultural relativism perspective

From the cultural universalist perspective, Brown (1991) defines human universals as
being those features of culture, society, language, behavior, and psyche for which there are no
known exception, for example, language, time, religion, gender roles, age status, and conflict.
These are known as the human condition and can apply to all people globally. Culturally
generalizable phenomena are “common to all cultures to some extent . . . in contrast, culturally
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specific phenomena occur in only a subset of cultures, and are not comparable across all
cultures” (House et al., 2004, p. 19).
The cultural relativist perspective notes that no principles can apply to all cultures. Boas
(1963) defined culture as the totality of the mental and physical reactions and activities that
characterize the behaviors of individuals composing a social group. For this research study there
is need for and overlap between both etic and emic, universalist and relativist perspectives.
Because of this need for balance, the study will be based on a mixed methods approach. The
choice of the methodology and the reasoning behind the choice is discussed in Chapter III.
The social cognition theories discussed in the next section, relate to human psychology
and social learning theory. They provide a deeper level of understanding into the complexity of
navigating culture and cross-cultural leadership. The theories are discussed and their relationship
to expatriate adjustment and resilience when leading across cultures is demonstrated.
Cross-Cultural Social Dynamics
An international assignment contains multiple layers of complexity. While working and
leading cross-culturally female expatriates are bombarded by the need to adjust properly, feel
resilient when faced with challenges, and have their success validated while interacting in the
new environment. Social cognition theories provide a foundation for understanding how an
expatriate learns, adapts, develops cultural intelligence. An opportunity for the expatriate to
move toward a successful experience is grounded in the theories underlying human behavior and
adaptation.
Social cognition theories. An understanding of human reactions and expectations
supports gaining insight about international expatriate experiences. Interactions with people vary
depending on the culture and cultural context. Social cognition theories note that people expect
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that those who live in close proximity will behave in similar ways. There are labels and
expectations created through the perspective of an individual or group. Through subconscious
labels humans create categories and label individuals by “characteristics that they share, such as
physical appearance, religion, political views, lifestyle, and country of origin” (Thomas, 2002,
p. 71).
In order to accept other cultures and lifestyles, Bennett (2004) noted that there must be an
awareness that one culture is not better and other cultures and values are also valid. Being able to
accept and adapt to multiple worldviews is not an easy behavior to accomplish, however an
expatriate should be aware of ethnocentric behaviors. Individuals interpret others according to
their own values, belief, assumptions, and norms of the culture they are a part of. Expatriates
must continually be conscious of these inherent expectations and labels and adapt their mindset
to be open to the different cultural norms they are interacting with each day. The expatriate must
be conscious about giving validity to the other culture while evaluating their own norms and
beliefs.
Self-efficacy. The ability to adapt across cultures is enhanced through humility and
personal identity (Thomas, 2002). The ability to maintain personal identity and humility
demonstrates a sense of self-efficacy. Self-efficacy is defined as the persistence in attempting to
attain a desired outcome in the face of obstacles and mistakes (Vroom, 1976) and continue to
persist in accomplishing a goal. A conscious focus on mindfulness and self-reflection is helpful
to keep the expatriate balanced and on a path toward desired outcomes for a successful
international assignment.
Social learning theory and culture. The evidence that an individual’s ability to adapt and
appreciate another culture is trainable, through experience with customs, norms, and beliefs of
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other cultures, is based on social learning theory (Bandura, 1977; Black & Mendenhall, 1990).
Social Learning Theory (SLT) integrates cognitive and behavioral learning theories and notes
that learning is affected by both observation and experience (Bandura, 1977). This theory helps
to explain why people do what they do. There are four key elements to Social Learning Theory
(Bandura, 1977):
1. Motivation—having a good reason to imitate.
2. Reproduction—reproducing images and behaviors.
3. Retention—remembering what was given attention.
4. Attention—various factors increase or decrease the amount of attention paid.
Bandura (1977) believed in reciprocal determinism and noted that a person’s behavior
and the world influence each other. It is especially important for expatriates to pay attention to
the way their behaviors are impacting those around them, and how they themselves react, in
cross-cultural settings. Expatriates adapt through constant learning opportunities in ambiguous
situations. The complexity of learning and adjustment is enhanced at the international and
cross-cultural levels. The level of an expatriate’s cultural intelligence (CQ) is linked to social
learning theory since Bandura noted that CQ is trainable. The research on CQ by Earley, Ang,
and Tan (2003), is discussed in detail later in this chapter. In summary, western female
expatriates must change the way they behave and utilize their cultural intelligence based on the
four elements of SLT.
Social identity theory and culture. Social Identity Theory (SIT) is a cognitive theory that
describes how people categorize themselves as members of social groups. There are emotional
and behavioral effects on individual identity (Tajfel, 1972). These self-classifications and selfcategorizations can be noted to impact the social group of female expatriates leading across
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cultures. SIT may help female expatriates to “understand the potential effects of diversity on
groups and individuals in organizations as well as the strategies to improve intergroup relations
across difference” (Nkomo, 2010, p. 75).
Another way SIT interacts with the social groups of female expatriates is through the
theory of in-groups and out-groups. Tajfel (1972) noted that if individuals see their group as
better, they then perceive the other as less. Therefore, creating awareness and intentional review
of perceptions as well as “creating direction, alignment, and commitment among different social
identity groups is a step toward enhancing organizational or institutional outcomes” (Hannum,
McFeeters, & Booysen, 2010, p. 16). The complexity of in-group and out-group dynamics within
an international expatriate assignment provokes leaders to also take into consideration different
cultural dimensions and beliefs present in the system. How female expatriates perceive
themselves and think about others has an impact relationships, adjustment, resilience, and on
overall success.
Constructs and Dimensions of Culture
The following review of the constructs and different theories surrounding dimensions of
culture provides another layer of depth to the review of foundational literature. Western female
expatriates based in an eastern host country are constantly surrounded by cross-cultural
interactions. They are perceiving the culture from their own western dimensions and cultural
lenses. Expatriates make meaning and interpret the interactions and events differently than host
country nationals, which can cause disconnect between people. In order for female expatriates to
be successful in different cultural settings it is important to have an understanding of differences
in cultural norms and values based on locations, regions, nationalities, and peoples globally.
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The cultural dimensions involved in different nations and regions vary greatly. Culture is
defined as shared values, attitudes, beliefs, and norms developed over time in relationship to a
group’s environment (Hofstede, 1999; Javidan & House, 2001). These variances lend to the
complexity of working and leading in a cross-cultural and complex system. There are several
relevant foundational cultural dimensions that have been defined in past research. These
dimensions add to the availability of definitions and terms used to describe and define behaviors
within cultures. Using dimensions to study culture is a universalist way of looking at culture.
There are caveats to using dimensions to discuss culture, especially since the dimensions
assigned to each culture are not necessarily accurate for each individual inside the culture. They
should be used as broad categories for broad comparisons. Therefore, for this study, the
dimensions provide a framework for categorizing and discussing cultures and cultural distance
between western and eastern cultural preferences. These cultural dimensions will be used as a
foundation to describe the opportunities and challenges a female expatriate from North America
might encounter while working in Greater China. The discussion on cultural dimensions begins
with a list of the cultural value orientation by Kluckhohn and Strodtbeck, then continues to
Trompenaar’s seven cultural dimensions and next describes Hofstede’s cultural dimensions, then
finishes with the nine cultural dimensions found through the GLOBE Study of 62 Societies.
Kluckhohn and Strodtbeck cultural value orientation. Thomas (2002) provided a
summary of the Kluckhohn and Strodtbeck (1961) cultural value orientation as follows:
x

Relationships to nature—people have a need to control nature, submit to nature, or
work together with nature to maintain harmony.

x

Beliefs about human nature—people are inherently good, evil, or a mixture of good
and evil.
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x

Relationships among people—the greatest concern and responsibility is for oneself
and immediate family, for one’s own group, or for one’s groups arranged in
hierarchy.

x

Nature of human activity—people should concentrate on living for the moment,
striving for goals, or reflecting.

x

Orientation to time—people should make decisions with respect to traditions or
events in the past, events in the present, or events in the future. (p. 48)

The culture-value orientation describes how different cultures interact with each of the
factors listed above. An example of one of many ways eastern and western cultures differ is that
western cultures are more individualistic and have a greater concern for self than eastern cultures
which are more collective in nature and have more concern for the group. These differences in
western and eastern cultural values are described in the following section that covers cultural
environment.
Trompenaars’s seven cultural dimensions. Another framework that describes
dimensions of culture comes from Trompenaars and Hampden-Turner (1998) where they
presented seven cultural dimensions. They are:
x

Universalist/particularism

x

Individualism/communitarianism

x

Neutral/affective

x

Specific/diffuse

x

Achievement/ascription

x

Attitudes toward time (monochromic/polychromic)

x

Internal/external control
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The dimension of universalist/particularism can be compared to the psychological
theories such as expectancy theory and self-efficacy (Bandura, 1986; Vroom, 1976). The
universalist perspective takes rules and applies the rules to understand how to behave in every
situation. From the particularist perspective, one may adjust and apply the rules depending on the
differences in situations.
Hofstede’s dimensions of culture. In Hofstede’s study, a survey was conducted with
over 70,000 individuals based in forty countries to gather data and analyze cultural dimension.
(Hofstede, 1980). Hofstede was able to use the data from the survey to turn cultural values into
five dimensions of culture. In 2011, this model was updated to expand on the fifth dimension of
time and add a sixth dimension. The six dimensions are:
1. Power distance
2. Uncertainty avoidance
3. Individualism and collectivism,
4. Masculinity and femininity
5. Sense of time (Hofstede, 1980) Long term and short term (Hofstede, 2011)
6. Indulgence and restraint
Power distance can be described as the ways authority, rewards, or respect are given to
others based on their tittle, age, seniority, or status in society. Uncertainty avoidance is related to
risk-taking and conflict. As described in Kluckhohn’s relationship among people, the difference
between individualism and collectivism is that individualism places value on individual needs,
freedom, personal equity, and recognition. Collectivism looks at the needs and interests of the
whole group, promotes saving face, obedience, and equality in work distributed among the
group. Triandis (1995) noted that a person could demonstrate both qualities in different contexts,
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and this demonstrates where Social Identity Theory and Social Learning Theory are connected.
For this research it is important to note that western cultures tend to be more individualistic and
eastern cultures are associated with collectivism. Masculinity and femininity is based on valuing
the achievement of goals as well as the levels of assertiveness and need for power and on the
other side of the continuum valuing interpersonal harmony and benevolence. Indulgence and
restrained dimension refers to the freedom of individuals to pursue needs. The sixth norm
describes the differences between the ability to enjoy life by pursuing one’s desires versus strict
social norms that control the pursuit of needs (Hofstede, 2011).
Project GLOBE. There are nine cultural dimensions identified by the Global Leadership
and Organizational Behavior Effectiveness (GLOBE) project. The GLOBE study is a large
research study that sought information about culture and how culture affects organizations in
sixty-two societies (House et al., 2004). This study is one of the major contributors to the study
of comparative cross-cultural leadership. The study was conducted in various languages and the
scales were validated using rigorous testing. The GLOBE study primarily builds on Hofstede’s
dimensions and extends the other cross-cultural universal focused dimensions discussed. The
nine dimensions found in the GLOBE study are:
x

Performance orientation—The degree to which a collective encourages and rewards
group members for performance improvement and excellence.

x

Assertiveness—The degree to which individuals are assertive, confrontational and
aggressive in their relationships with others.

x

Future orientation—The extent to which individuals engage in future-oriented
behaviors.
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x

Humane orientation—The degree to which a collective encourages and rewards
individuals for being fair, altruistic, generous, caring and kind to others.

x

Institutional collectivism—The degree to which organizational and societal
institutional practices encourage and reward collective distribution of resources.

x

In-group collectivism—The degree to which individual express pride, loyalty and
cohesiveness in their organizations or families.

x

Gender egalitarianism—The degree to which a collective minimizes gender
inequality.

x

Power distance—The degree to which members of a collective expect power to be
distributed equally.

x

Uncertainty avoidance—The extent to which a collective relies on social norms,
rituals, and procedures to alleviate the unpredictability of future events. (House et al.,
2004)

Many relevant and important findings came out of the GLOBE study. The GLOBE study
identified nine universal cultural dimensions, ten regional country clusters, six universal
leadership behaviors, twenty two universally endorsed desirable attributes, and eight undesirable
leadership attributes. Those that relate to this research study are the dimension scores, practices,
and values of Anglo societies and Confucian Asia societies. Effective leadership was found to
differ across cultures. For example “a leader who listens carefully to what you say is seen as
more rewarding in the United States than in China” (House et al., 2004, p. 51). The comparisons
between high or low scores according to the GLOBE cultural dimensions and the dynamics
between eastern and western cultures are summarized in Table 2.1. Hofstede’s and the GLOBE
dimensions are considered bipolar since a culture can represent a high or low level within each
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dimension. The cultural comparisons and dimensions are discussed in depth in the following
section of this chapter.
Table 2.1
Cultural Dimensions and Leadership Preferences
Project GLOBE:
Cultural
Dimensions

Eastern (Confucian Asia) Cultural
Dimensions—includes China,
Hong Kong, Macau, Taiwan

Performance
Orientation
Assertiveness

Highly focused on performance,
Results driven
Lower assertiveness, promoting
harmony and humility
Define time as cyclical and circular,
long term orientation
Not high nor low. Seen through the
paternalistic society, children take
care of and respect for parents
Highly collective: Encourage the
group working together
Highly collective: Devoted and loyal
to families
Less gender egalitarianism than
Anglo cluster
High power distance, value
hierarchy
Not high nor low

Future Orientation
Humane
Orientation
Institutional
Collectivism
In-group
Collectivism
Gender
Egalitarianism
Power Distance

Uncertainty
Avoidance
(Based on GLOBE Study findings in House et al., 2004)

Western (Anglo) Cultural
Dimensions—Includes Australia,
Canada, United States, United
Kingdom
Highly focused on performance,
Competitive and results driven
Highly assertive and expressive
Define time as linear, short term
focus
Not high nor low. Viewed within
the assertive protection of rights,
fight injustice
Individualistic: take care of self
and individual goals
More focused on individualism:
Less attached to families
More gender egalitarian
Low power distance, value
autonomy
Not high nor low

Although Eastern (Confucian Asia) and Western (Anglo) societal values differ across
many of GLOBE’s nine dimensions, these two clusters align more closely in practice with the
exception of In-Group Collectivism and Institutional Collectivism measures. The Confucian Asia
cluster’s societal practices score for institutional collectivism of 4.80 is higher than the Anglo
cluster’s societal practices score of 4.46, and it’s societal practices score for in-group
collectivism of 5.42 is significantly higher than the Anglo cluster’s societal practices score of
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4.30 (House et al., 2004). Figure 2.4 below illustrates these significant differences between the
Confucian Asia and Anglo cultures.

Practices
Anglo

Confucian Asia

Performance Orientation
6.00
Power Distance

5.00

Uncertainty Avoidance

4.00
3.00
2.00
Assertiveness

Future Orientation

1.00
-

Humane Orientation

Gender Egalitarianism

In-Group Collectivism

Institutional Collectivism

Figure 2.4. Nine dimensions of cultural practices based on GLOBE Study findings in House et
al., 2004.
The primary difference based on the findings is that the people of (Confucian Asia)
China, Hong Kong, Macau, and Taiwan may strive to do what’s best for their company, country
or family more than those in (Anglo) Australia, Canada, United States, and United Kingdom,
who do what’s best for themselves and immediate family.
These cultural values are meant to be a guide and are iterative and ever changing. There
are also significant differences in minority populations in each country that are not represented
by these dimensions.
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Cultural Intelligence
For an expatriate to understand their own cultural dimensions and those of the host
country culture and adapt accordingly, they would have a type of intelligence known as cultural
intelligence (CQ). The research related to cultural intelligence (CQ) by Earley et al. (2003),
Earley and Mosakowski (2004), and Thomas and Inkson (2003) define a person with high levels
of CQ as having an aptitude for awareness and ability to engage in appropriate behaviors across
cultures and in foreign environments. The components of Cultural Intelligence are based on a
Four Factor Model developed by Van Dyne and Ang (2008). In order for female expatriates to
have success leading cross-culturally they need to balance and strengthen four capabilities:
motivational CQ, cognitive CQ, metacognitive CQ, and behavioral CQ (Van Dyne, Ang, &
Livermore, 2010).
Motivational CQ is described as the leader’s intrinsic drive to adapt to the culture. This
requires an interest in working through complex challenges and employing a certain level of
resiliency. If a female expatriate is motivated to learn about the culture or thrive in cultural
situations she will be more successful. Cognitive CQ is the leader’s knowledge about culture and
the overall effects of norms and values. Cognitive CQ gives support and understanding to the
reasons why individuals behave in the ways they do in each cultural system. A female expatriate
would incorporate this level of CQ by deeply learning about the norms of the host country. For
example; family values, priority given to time and deadlines, or the value of hierarchy and power
dynamics are considered (Van Dyne et al., 2010).
Metacognitive CQ is the leader’s strategies for crossing cultures. It is a way to
reflectively look at self in the context of the culture and reflexively gain awareness about how
individuals perceive the behaviors of others. The female expatriate would become conscious
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about reflecting and checking on actions. Strategies to plan, prepare, and change in the cultural
context would be employed. This level of CQ is the link between knowing how to act and acting
in that particular most appropriate way based on the culture.
Behavioral CQ is the way the leader acts when inside the culture. Female expatriates in
Greater China will need to know when to adapt and change their behaviors and when not to. This
ability to understand which action will create the most effective outcome is a component of
behavioral CQ. When female expats are moving between western and eastern cultural contexts
there are many types of behaviors that differ. An in depth explanation is provided in this chapter
in the section that delves into aspects of cultural environment.
Female expatriates become more informed and effective cross-cultural leaders by
utilizing the four components of CQ. Through enhanced CQ leaders strengthen their ability to
manage multiple cultures, practices, dynamics, and values. They hone their ability to take what
they gain from their host culture and integrate it into their own cultural norms and values. This
practice of integrating multiple cultural practices and norms enhances leadership practice in their
work and personal lives. It is noted that “leaders with a high CQ [Cultural Intelligence] combine
their rich understanding of self and others with motivation and behavioral flexibility in ways that
allow them to adapt their leadership behaviors appropriately to specific cross-cultural situations”
(Rockstuhl, Seiler, Ang, Van Dyne, & Annen, 2011, p. 828). There are various assessments that
have been created and validated to measure CQ and cultural awareness which are useful tools for
expatriate reflection and development. Reflecting, adapting through relationships and resources
builds an expatriate’s global mindset and sets them up for success as global leaders. The
following sections will discuss global mindset and culture inside the environment of China,
Hong Kong, Macau, and Taiwan.
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Global mindsets and global leadership. Although the definition is not definitive, global
leadership can be defined as “a process of influencing the thoughts, attitudes, and behaviors of a
global community to work together synergistically toward a common vision and common goals”
(Osland, Bird, Mendenhall, & Osland, 2006, p. 204). There are six core competencies that are
attributed to global leaders having global mindsets: global business expertise, global organizing
expertize, global visioning, cognitive orientation, cross-cultural relationship skills, and traits and
values (Osland et al., 2006).
Booysen (2015) noted that leaders with a global mind-set possess the following
attributes:
x

Are knowledgeable about cultures and doing business in the global arena

x

Understand the political, economic, social, technological, legal, and environmental
system in other countries

x

Understand how global industry works

x

Are passionate about leveraging diversity and are willing to step out of their own
comfort zones and stretch themselves

x

Can hold the tensions of polarities—they are comfortable with being uncomfortable
in uncomfortable environments

x

Are relational and able to build trusting relationships with people who are different
from them by showing dignity, respect, and empathy

x

Have good listening skills. (p. 274)

Even when female expatriates employ a global mindset, they may still experience conflict
in cross-cultural environments. Conflict or frustration may surface due to different cultural
norms and practices if the expatriate is not properly prepared or informed about the reasons
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behind the particular behaviors present in the culture. For western female expatriates based in an
eastern culture there are many complexities that derive from the differences in cultural
dimensions. The vastly different cultural backgrounds in China, Hong Kong, Macau, and Taiwan
and Australia, Canada, United States, and United Kingdom are apparent and this is why
multicultural teams experience conflict. The four primary reasons for conflict due to cultural
backgrounds are: direct versus indirect communication styles, trouble with accents and language
fluency, differing attitudes toward hierarchy and authority, and conflicting norms for decision
making (Brett, Befar, & Kern, 2006). Understanding the cultural environment and specific
dimension of the culture may be one resource that supports success for a western female
expatriate based in an eastern culture.
Cultural Environment of China, Hong Kong, Macau, and Taiwan
An “interest in cross-cultural leadership was initially prompted by the rapid expansion of
a large expatriate workforce that had been driving to the far corners of an increasingly globalized
world” (Jackson & Parry, 2011, p. 75). The female expatriate is affected by both the host
culture’s societal norms and the organization’s culture, values, and practices where the expatriate
assignment is based.
Female expatriates can implement ideal leadership behaviors in different scenarios based
on the eastern or western cultural environment. According to Shaw (as cited in Waldman, 2007,
p. 49) “leaders who are required to interact with a diverse set of followers, or who work in a
foreign environment, need to recognize that notions of what constitutes ideal leadership may
vary culturally.” This finding suggests that over time individuals adapt and internalize traits that
are adopted from their new environment and were not instilled to them by their birth culture.
“When leaders work in cross-border contexts, the social problems of leadership are especially
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complex because cultural background influences prototypes and schemas about appropriate
leadership behaviors” (Rockstuhl et al., 2011, p. 872). Nevertheless, their leadership styles grow
and become more enriched and refined (Avolio, Walumbwa, & Weber, 2009) related to the
unique aspects of global leadership and the competencies that predict effectiveness in leading
cross-culturally.
Western culture and eastern culture. The influence of societal culture on
organizational culture occurs in China where societal norms and cultural preferences are
prevalent in the workplaces. Aspects inherent in Chinese families and the national culture
become part of the culture in Chinese national organizations and in multinational organizations
based in China. This cultural influence is strong because “family and relationships [are] the
center of the Chinese way of life” (Gandolfi & Bekker, 2008, p. 9). There is an overall sense of
social stability, trust, a strong respect for authority, a focus on harmony and balance, favors
given and taken, collectivism, and a duty to support one another through important life moments.
Chinese society is heavily based on “mutually reinforcing harmonious traits” (p. 6) and therefore
leadership is built on maintaining relationships both in the national culture and the organizational
culture.
Eastern Chinese culture and values are heavily collective in nature. From a North
American or Western perspective there is a noticeably high level of respect that Chinese
individuals give to their superiors. The boss or superior is the only person who makes the
decisions. This power dynamic is based on the historical factors related to Confucian teachings.
The “Confucians certainly would not emphasize visionary [behavior] because emperors were the
only real decision makers. And under the planned economy, the hierarchical power structure also
made it impossible for managers to have a vision” (Fu, Wu, Yang, & Ye, 2008, p. 897). In this
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way Chinese national employees and followers are often perceived by individuals from a western
culture as showing submissive behavior or lack of initiative. Through the lens of specific cultural
dimensions, Chinese are perceived as cultivating a more obedient national culture than western
culture. However, by being influenced by cultural norms of society, a leader in China may also
be expected to care for his/her employees in a more paternalistic way and may be asked and
expected to be more involved in personal matters of his/her team members.
When speaking to each other the Chinese style of communication is indirect. It is
perceived to be a contrast to the North American style of communication which is direct and to
the point. Chinese employees are encouraged to keep their opinions to themselves since
“Confucius believed that any extreme ideas would lead people astray and create disorder in
society, and therefore urged people to control their emotions and refrain from desires in order not
to lose insightfulness and the ability to remain obedient to one’s superiors under all
circumstances” (Fu et al., 2008, p. 879). The historical teachings and the Confucian social
system in China affects the style of leadership that is most often used and the dynamics in the
organization and in society as a whole. These various cultural values, norms, and styles have an
effect on the experiences of the female expatriates from western cultures.
Within cultures defined as western in nature, relationships are important and
organizations often empower employees to behave on equal ground with leaders. Organizations
expect all employees, no matter the level, to feel empowered to make quick decisions in order to
best serve the stakeholder.
However in China
one of the key principles of Confucianism is that social stability is dependent on unequal
relationships. Confucianism emphasizes hierarchy and contends that each individual
should be conscious of his or her position in the social system. Although Chinese culture
may be changing, with wealth increasingly becoming the paramount value for Chinese
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people, some key elements of culture (e.g. respect for authority, collectivism) remain
unchanged. (Waldman, 2007, p. 50)
The respect for authority and for family members is a very strong aspect of Chinese culture and
female expatriates need to take these cultural aspects into consideration when adapting to and
working in this environment.
In China and Confucian society a “leader typically does not invite others to be involved
in goal setting or decision making . . . [and] uses status and position to make independent
decisions without the input of others” (Northouse, 2010, p. 351). The hierarchy and power
stratification is very different from the low power distance management and leadership styles
found in North American cultures. These glaring differences bring forth many challenges for
those who work and lead cross-culturally in China. “In America in particular, leadership is a
‘morally laden social construction’ and the leader is someone who reflects what people in a
certain place and time think they should be like” (Jackson & Parry, 2011, p. 114).
Female expatriates working cross-culturally should also keep in mind that it is important
in China to give “face” as often as possible. The concept of “face” is Chinese in origin (Ho,
1974), yet many languages have “face” terms that metaphorically mean prestige; honor;
reputation. Since
face is a key element in the development and maintenance of guanxi. Guanxi is an
individual’s personal and professional network. This culture-specific phenomenon will be
discussed in the following pages. The concept of face, though highly abstract, is treated
by the Chinese as something that is tangible. (Gandolfi & Bekker, 2008, p. 8)
In conflict situations “Chinese people also attach a high value to face-saving . . . [and]
consequently, when a compromising and avoiding position is rejected, or when compromising
doesn’t resolve the conflict, the Chinese will feel hurt” (Ma, 2007, p. 114). Female expatriates
may take face-saving and face-giving into consideration in all of their interactions with
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followers, colleagues, supervisors, and peers in China. The concept of face is not prevalent or
tangible inside the western culture, therefore a high acuity of cultural intelligence becomes a
necessity in cross-cultural situations.
In China it is also important to maintain a strong network of people to rely on for support
and opportunity. This network is referred to as the guanxi network, and the “core of guanxi is the
cultivation of long-term relationships” (Gandolfi & Bekker, 2008, p. 7). In both professional and
personal lives in China “guanxi helps to tie people together, but those who do not share common
guanxi are perceived to be in a different social network. There are two major kinds of guanxi.
The first includes “inherited ties, especially those of kinship, which is an important base of
guanxi in traditional China. Another one is personal guanxi, which is usually developed through
social occasions, such as lunches, dinners, and gift giving” (Chen & Tjosvold, 2007, p. 173). It
is vital to treat each person in the guanxi network as if they are important and a necessary part of
life. Giving and receiving (and therefore owing) favors within the guanxi network is also key.
Guanxi is a relationship based network that supports the success of local nationals as well as
expatriates.
Through this research study and others in the future, “we can continue the exploration of
the cultural undercurrents that shape the thinking and behavior of the people in this ancient land,
and gain a good understanding of the traditional values that have lasted for thousands of years”
(Fu et al., 2008, p. 905). Continuing to gather stories and data from female expatriates based in
China, Hong Kong, Macau, and Taiwan will reveal evidence related to perceived success and
successful experiences, leading and working cross-culturally from the west to the east.
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Expatriate Experiences and Success
Within any expatriate experience, it is important to note “behavior adaptations occur in
three important time frames of a foreign assignment: pre-assignment behavior, on-assignment
behavior, and post-assignment behavior” (Insch et al., 2008, p. 22). Once the assignment is
broken down by phase an expatriate can begin to explore the value of mentoring, social
networking, reflection activities, and repatriation strategies for individuals who currently hold or
will soon hold expatriate assignments. Organizations are encouraged to build a framework for
success and then provide this programming to their expatriate workforce.
Insch et al. (2008) noted the importance of implementing several strategies before the
assignment, during the assignment, and also after the assignment has ended. They posited that
working on different levels of self-awareness, social awareness, and mentor relationships with
women, and critically analyzing the skills that have been gained during the assignment are key
areas that must all be integrated into the experience in order for the overall expatriate experience
to be a success.
Throughout the broad literature review conducted for this study a matrix was developed
uncovering five key factors supporting expatriate success. The factors that support success are
listed below and each of them are expanded upon in the following section. There is a greater
focus on factor number five and the literature surrounding mentoring and mentor relationships.
1. Cultural Environment: Host Country Nationals (HNCs) perceptions and cultural work
values/environment
2. Organizational Support: Cultural training/Career development/Support of Colleagues
3. Relationships and Networks: Support of Family/Friends/Associations/Clubs
4. Awareness and Reflection: Self-awareness and Cross-Cultural Awareness

49
5. Mentor Relationships: Mentorship and coaching relationships and programming
Factor 1: Cultural environment. The country and culture where a female expatriate is
embedded can contribute to the success of the experience. Influences according to country
difficulty and difference between the host country culture and the woman’s home country culture
must be taken into consideration. However, Tung (1997) found that where expatriates adopted an
open attitude towards interacting with people in the host society, they were equally as successful
in countries with varying degrees of cultural differences and cultural toughness.
When cultural values and norms are acknowledged as legitimate (Hofstede, 1980) and are
taken into consideration the female expatriate is able to adopt an open mind and adapt. Through
adaptation and building trust, relationships between the host country nationals and the expatriate
are developed and secured. Owen et al. (2007) outlined six success strategies for female
expatriates working in China, including: Building trust, removing stereotypical perceptions,
understanding differing business practices, learning about cross-cultural negotiation, acquiring
hands on knowledge, and gaining exposure to the organization and its culture.
Research shows that host country nationals also play an important role and contribute to
the successes of female expatriates. It has been found that “if host country nationals (HCNs)
categorize an expatriate as an in-group member, they are more likely to demonstrate supportive
behaviors toward them” (Varma et al., 2006, p. 115). Therefore it is important for the female
expatriate to look deeply at the culture they are moving into. They can integrate themselves with
the host country nationals in order to gain supportive relationships and a better understanding of
the cultural environment.
Factor 2: Organizational support. Female expatriates
often noted that the biggest hurdle that they had to overcome was not in their foreign
business environments, but rather in their own corporate backyard where negative
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perceptions about the probability of expatriate assignment success often discouraged
managers from selecting female candidates. (Vance & Paik, 2001, p. 99)
Organizations need to realize that “foreign business environments are much more receptive to
American female expatriates than is generally supposed by American managers at company
headquarters . . . [which is] likely the biggest obstacle to more effective human resource
utilization” (Vance & Paik, 2001, p. 110).
Given most companies' lack of experience in sending women abroad on global
assignments, a disproportionate number of decisions are based on managers'
perceptions—their best guesses—as to what the impact of being a woman and a global
manager will be, rather than on observing the behavior and impact of women who are
working internationally. (Adler, 2002, p. 746)
The organization’s intention and ability to provide cross-cultural training is an important
factor. Expatriates may be moved to a new cultural environment in a hurry and training is not
properly provided. Although, 70 percent of multinationals claimed to provide cross-cultural
training (Global Relocation Trends Survey Report, 1998, in Caligiuri & Lazarova, 2001),
according to the expatriates themselves the training did not take place or was not helpful
(Jassawalla, Asgary, & Sashittal, 2006; Mezias & Scandura, 2005, p. 525).
Insch et al. (2008) recommended, corporate policies and procedures must be revised to
eliminate structural and hierarchical biases, and gender diversity training for corporate decision
makers should be provided. Pre-departure training may need to be revised to include increased
attention to female expatriate issues (primarily trailing spouse and family needs), and continued
training during and after the foreign assignment should be provided. The need to retain female
expatriates when they return home should be a high priority (Insch et al., 2008, p. 26). Gender
diversity training courses as well as robust discussions and reflection activities surrounding the
concepts of Cultural Intelligence (CQ) could lend to greater success of women as expatriates in
China.
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In order to consider new ways in which women can have successes on expatriate
experiences one looks at an expatriate experience differently. Hutchings et al. (2012) noted:
It has been argued that long-term expatriate assignments may not be a suitable option for
women because of family commitments and dual-career issues, global experience may be
achieved through global work in the form of fly-in/fly-out or commuter assignments
(p. 1768).
By supporting a female expatriate’s readiness for the assignment and creating successful
relationships during the assignment, she will be able to contribute to the further success of the
organization overall. “Creating perceptions of competence, status, and authority should be part of
the support and training developed for female expatriates on assignment in China. Through
dedicated effort to training, development, and support, organizations will not only enhance the
effectiveness of female expatriates, but of their organizational performance as well” (Owen et al.,
2007, p. 30).
Factor 3: Social support networks. It is also important to focus on the social support
needs of the female expatriate in China. "Social support and social interaction can create a sense
of belonging, enhance psychological security and self-esteem and reduce anxiety for female
expatriates (Caligiuri & Lazarova, 2002, p. 769). Attention to female expatriates' social networks
will facilitate their emotional well-being and cross-cultural adjustment and in turn their
performance on the job. Hutchings et al. (2008) suggested practices that could be implemented
by organizations to address issues related to lack of organizational and social support. These
practices include international employment opportunities built into performance assessments and
promotion/ career paths for all employees, support for females with family/ career
responsibilities to take the family along, in-post on assignment mentoring by female expatriates
or local female managers, women champions at headquarters and in international locations, and
in-post on assignment social and business networking functions targeted to females.
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Factor 4: Cross-cultural awareness and reflection. Dedicating time to reflect on
personal reactions, experiences, challenges, and enjoyable moments related to the cultural
environment create a deeper awareness of the culture and the overall expatriate experience.
These actions bring out mindfulness and promote resilience. Taking responsibility to learn and
grow as a cross-cultural leader supports the overall success of the assignment. Becoming more
aware of the organizational and social support structures available, asking for them, and utilizing
them will be key to the success of women as expatriates. Seeking out professional mentor-like
relationships will honor the female expatriate’s need for coaching and questioning. It is an added
support for their ongoing success as well as a guiding force for self-reflection. Reflection on
experiences, making meaning, and creating higher levels of personal and cultural awareness is
essential in the overall formula for success.
Factor 5: Mentoring and mentor relationships. Seeking out and building relationships
with professional mentors can bring new levels of understanding about the experiences of the
expatriate. A successful female expatriate mentoring another female expatriate is a significant
factor that can contribute to the success of the assignment. Owen et al. (2007) noted:
As a way to provide hands-on knowledge of issues faced by female expatriates, the home
country firm should arrange for contact between female expatriates and female managers
who have successfully completed expatriate assignments in China. The opportunity to
discuss the incountry experience, both before departure and during the expatriate
assignment, with those who have been to China equips female expatriates with insight
and guidance for dealing with difficult situations that are impossible to replicate through
classroom discussion. (p. 30)
This is true for women working in China and can be expanded to other host countries as
Caligiuri and Lazarova (2002) noted:
Once women are in their host countries, their adjustment can be enhanced through
mentoring programs. Mentors have been found to facilitate socialization on the job
and to improve greatly the likelihood of professional success (Allen, McManus, &
Russell, 1999). Feldman and Bolino (1999) recently explored how different forms of
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mentoring (more specifically, task assistance, career assistance, psycho-social support
and role modeling) influence how quickly expatriates learn their new jobs and how
quickly they adjust to their new work groups. They suggested that mentoring helps
expatriates turn from outsiders to active members of the subsidiary. Mentoring can also
help expatriates feel more comfortable with their new work group, and can also reduce
female expatriates' uncertainty about the new environment and help them get more easily
assimilated into the host culture. (p. 767)
Mentors support the assimilation process to the host country culture, the understanding of new
challenges, and realizations that the stages of adjustment will ebb and flow. This leads to
enhanced comfort and improved performance of female expatriates. Mentor-like relationships
play a key role in generating resilience in female expatriates. These relationships support their
development as cross-cultural leaders.
Role of mentors. A meaningful and supportive relationship is able to create a foundation
for a more positive experience in a shortened amount of time. A gap was found in the research
and literature related to mentoring female expatriates in China. It has been noted that the specific
role of mentors in the international context is in need of further development (Allen et al., 2004).
For the purposes of this research study, a mentor is defined as “a person who has broad and
profound knowledge, and can teach and guide the inexperienced” (Zhuang, Wu, & Wen, 2013).
The key word in this definition is “guide” as the need for a guide is reflected by the protégés
inexperience in a new cultural environment and the need for genuine guidance. The role of the
mentor is to try to support those in junior positions in the organization and remove barriers faced
by the protégé and help the protégé to improve themselves (Hunt & Michael, 1983; Kram, 1983).
Carl Jung described the mentor archetype as representing “knowledge, reflection, insight,
wisdom, cleverness, and intuition.” A mentor is available or enters the protégés’ life when
“insight, understanding, good advice, determination, and planning are needed but cannot be
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mustered on one’s own” (Jung, 1958, p. 71). This definition describes the relationship that is
needed to build resilience and success in cross-cultural work assignments.
Mentors may instill confidence in the cross-cultural leader protégés so that they feel an
ability to indeed survive the cultural shock and move forward in their own process of
transformational learning. Mentors support the assimilation process to the host country culture,
the understanding of new challenges, and realizations that the stages of adjustment will ebb and
flow. Individuals who are being mentored have gains in their career, visibility in an organization,
job satisfaction, more opportunity for promotion, and lower work related stress (Allen et al.,
1997; Higgins, 2000; Nielson, Carlson, & Lankau, 2001; Scandura & Viator, 1994; Wallace,
2001). Mentors have a large impact on the successes of protégés and the research suggests that
“mentors are especially important at the beginning of people’s careers or at crucial turning points
in their professional lives. The mentor seems to manifest for protégés someone who has
accomplished the goals to which they now aspire, offering encouragement and concrete help”
(Daloz, 2012, p. 21).
Harvey et al. (1999) noted that a formal mentor could help an expatriate with items such
as pre-departure preparedness, the expatriate assignment itself in-country, and the repatriation
process back to the home country. The ideal mentor would have knowledge about the host
country, the home country, the expatriate process and experience, and the organization.
Knowledge about gender issues related to an expatriate experience would also be important in
the mentor or mentor-like relationship. A mentor with expatriation experience themselves might
better help an expatriate protégé navigate the new environment and adjust adequately to meet the
goals of the assignment (Mezias & Scandura, 2005).
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The theory of multiple mentors. It may be difficult to find an individual mentor who
could provide all of these different levels of support. Therefore is suggested that multiple mentor
relationships are more beneficial for an expatriate who is working in “a boundaryless career
landscape, especially across national borders” (Crocitto et al., 2005, p. 523). Therefore if there
are multiple mentors, at least one host country mentor and one home country mentor the
mentoring process can be more beneficial to supporting quicker adjustment of the expatriate
(Mezias & Scandura, 2005; Jassawalla et al., 2006).
A host country mentor is a host country national who has knowledge about the country
culture and social norms. A home country mentor is a person from the same parent country who
is expatriated to the same host country as the protégé. Depending on the different stages of the
expatriate’s acculturation process, each unique mentor relationship may be helpful. A study by
Johnson et al. (2003) explored three types of cultural adjustment: general country adjustment,
work adjustment, and interaction adjustment. This study concluded “it is beneficial for
expatriates to form deep relationships (characterized by high closeness, long durations and high
frequency of interactions) with other expatriates but rely on [host country nationals] HCNs for
breadth of information and support” (Johnson et al., 2003, p. 285). A study conducted by Zhuang
et al. (2013) indicated that the assistance provided by mentors, from both home and host
countries, facilitates expatriate adjustment in the host country. Therefore they had concluded that
multiple mentor relationships were able to assist with the expatriate’s adjustment. Mentoring
based on the culture of the host country can be helpful. Research by Feldman and Bolino (1999)
showed that the culture of the host country and the home country determined the amount of
mentoring needed and received by the expatriate. Also the research conducted by Feldman and
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Bolino noted that on-site mentors that were either host country nationals or expatriates did lead
to career adjustment.
Benefit of formal and informal mentors. Setting up opportunities and structure for both
formal and informal mentor relationships is beneficial to the female expatriate. Chao et al. (1992)
noted that informal mentoring contributed to socialization and job satisfaction, while Mezias and
Scandura (2005) promote the need to create formal mentor relationships for proper expatriate
support. Shaffer et al. (1999) suggested that “those who have been on multiple assignments tend
to rely more on on-site management rather than the home office” while “expatriates on their first
assignment relied less on co-worker support for their work and general adjustment than did those
with more international assignment experience” (p. 574). Caligiuri and Lazarova (2002) provide
categories of support as follows: mentors, family members, colleagues, host country nationals,
and other expatriates. It can be noted that “while different in purpose, they will all function to
contribute to the recipient’s psychological and physical well-being” (Caligiuri & Lazarova, 2002,
p. 768). Therefore multiple relationships and multiple types of relationships have been
researched and have been documented to contribute different types of benefits to the protégé and
the protégé’s experience.
Informal mentors have an important place in this research study and informal mentoring
relationships can be considered “relatively unconstrained with respect to frequency, length, or
content of the meetings . . . and last as long as both parties continue to benefit from them . . . the
nature of the relationships may change over time” (Ragins & Kram, 2007, p. 251).
Lessons from the pilot study. A pilot study was conducted in preparation for this
dissertation work and focused on reviewing mentor relationships and their impact on female
expatriates. After conducting the pilot interview and reviewing the data it was found that the
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researcher must be careful with the word “Mentor” or “Mentoring.” These terms must be
generalized during the interviews and surveys so that the participants feel included and not
excluded by the specific expectations associated with the word “mentor.” A mentor or mentor
relationship is something that may not exist for many of the participants in this study.
An assumption based on the pilot study is that there may not be many formal mentoring
programs available to female expatriates, and therefore limited experiences to tap into and talk
about during the interviews or survey. The word mentor will be replaced with the more general
term “relationship.” Focusing on the many types of relationships that lead to success will be
more relevant to this population of participants and the participants in the pilot study preferred to
speak in terms of relationships, and did not use the specific word “mentor.” Also, relationships
that lead to or support success are most likely not singular. There may be more than one or even
a team of people who fit into this category and who support the successes of female expatriates.
Informal mentors may not be as visible as formal mentors, however may have a great impact on
the success of the female expatriate.
Challenges of mentoring international expatriates. It is also important to note the
challenges with mentoring international expatriates. Crocitto et al. (2005) suggested that little
international mentoring exists. Some mentors lack the time and energy to continue the
relationship. Because of the amount of energy that is put into an international assignment, a
potential mentor may shy away from engaging in a relationship with a protégé. The same is true
for the protégé; since there are so many adjustments to make they may not wish to put forth the
energy for a meaningful mentor relationship. Also the demographics of the mentor and protégé
come into question. In a study of international interns, the mentors and protégés who were
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demographically similar had more positive outcomes than those who are diverse. In this study
the diverse dyad learned less (Feldman, Folks, & Turnley, 1999).
Relationship of the Research Study to Extant Literature
The benefits of mentoring may lead to enhanced comfort and improved performance of
female expatriates through the creation of personal and cross-cultural resiliency.
Based on the literature, we know more about why expatriates fail than why they succeed
(Crocitto et al., 2005). We also know that further defining the relationships and resources that
generate success for expatriate experiences in the international context will be beneficial. There
will be value in understanding how these relationships and resources benefit female expatriates
and support them in generating successes.
Continuing to study relationships and resources that support female expatriate
experiences will lead to an understanding of how these variables affect the success of women
who are leading cross-culturally.
Emic and etic perspectives in research. As previously noted in the section describing
implicit leadership theory, both emic and etic perspectives have a place in this research study.
The concepts of “emic” and “etic” stem from the field of anthropology. When insiders from the
culture itself study the culture, it is “emic.” The study of a culture by an outsider through
scientific methods and includes a focus on reliability and validity is “etic” (Headland, Pike, &
Harris, 1990). If both the emic and etic studies are combined and compared the depth of the
information is enhanced. In the case of this research study, I am the researcher and am part of the
United States culture and have expatriate experience in China, therefore the study primarily takes
into account an “emic” perspective. It is valuable to see the limitations in this study from the
emic and etic perspectives.
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Research variables, themes, and perceptions. Through the literature review and
through discussions with female expatriates during the pilot study, the research questions
emerged for the study. The literature review provided the foundation of scholarship that exists
related to this topic and the discussions provided the link to real life experiences. Table 2.2
delineates and describes the variables that are currently meaningful and appropriate for the
research study.
Table 2.2
Variables of the Research Study That Inform the Research Questions
Demographics and
Parameters

Control Variables
(exist already)

Female, expatriates,
home country of
Australia, United
Kingdom, United
States or Canada and
host country of China,
Hong Kong, Macau,
or Taiwan

Previous international
work experience, how
much time have they
already been in the host
country, knowledge of the
culture, language skills,
cultural awareness

Research (input) Dependent
Variables (outcome)
Variable
Characteristics,
Professional
Resources, and
Success, Cultural
Relationships and Success, and
resources that
Overall Success
support success

The themes and perceptions that will be explored further are those elements that are not readily
available in the research today.
Figure 2.5 summarizes the extant literature reviewed. The research, data collection, and
analysis expands upon and enhances this model by integrating the research findings and
implications for real world practice.
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Relationshipss
and Resourcess

Adjustment
and Resilience
e

Expatriate
Success

•People: other expatriates, HCNs, colleauges
•Mentoring: informal or formal
•Training: pre-departure, in-country, and post-assignment
•Information and awareness: culture, norms, values, stories, history

•Ability to adapt, learn, and change
•Approach challenges in a positive way and with humor
•Foster a social network and healthy relationships
•Self-awareness and reflection
•Correlation with high cultural intelligence

•Positive experiences and feelings of adjustment
•Feelings of success on the job and within the culture
•Interest to stay on assignment

Figure 2.5. Model illustrating factors that support expatriate success from the literature.
The research questions are closely connected to this model, and allows for further insight
and implications to be added. The model acts as the initial evidence-based framework for the
research. It is general enough to allow for generous learning from the participants, and allows for
expansion and growth of the model after data analysis. This model is further developed based on
the findings described in Chapter IV and is presented and discussed in Chapter V.
Summary Addressing the Need for Further Research
Successful cross-cultural experiences
should be aimed at helping to free people from oppressive structures, practices and habits
encountered in societies and institutions, as well as within the shady recesses of
ourselves. Good leaders liberate. Further, we can liberate leadership thinking itself from
its narrow instrumental confines, so it may reconnect with ideas. (A. Sinclair, 2007,
p. vx)
Within this context women have a unique opportunity to support each other in freeing
future women expatriates from past failures or extreme challenges through the added
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understanding and development of specific resources and relationships. As further research is
conducted around the themes of cultural environment and supportive relationships the successes
of women expatriates will continue to increase.
There will be more women expatriates out in the world and they will benefit from the
factors that contribute to successful expatriate assignments. “Existing studies certainly suggest
that the number of female expatriates is bound to continue to increase in the future, particularly
among more globally competitive firms” (Vance & Paik, 2001, p. 99). The good news is that
“CEOs are increasingly recognizing that in a global economy, 'Meritocracy—letting talent rise to
the top regardless of where it is found and whether it is male or female . . . [is becoming]
essential to business success'” (Adler, 2002, p. 743). Talented women will rise to the top and this
research will be even more relevant to the community of professionals working across cultures.
This research study is needed in order to develop an understanding of the impact of
relationships, characteristics, and resources have on female expatriates. China, Hong Kong,
Macau, and Taiwan are continuing to become host country locations to more women expatriates
and will be a meaningful form of cross-cultural leadership to explore. The growth and
development of people and organizational processes for female expatriates will continue to be a
common thread throughout this research study. Enhanced learning will occur through the
sequential research study that is discussed in the next chapter.
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Chapter III: Methodology and Study Design
This research study is an exploration of factors that lead to successes for female
expatriates who are working and leading across cultures. It is an exploration into their lived
experiences and the complex situations involved in an international assignment. The research is
intended to better understand the relationships, characteristics, and resources that support
expatriate professional success. There is extant research and peer-reviewed scholarly work that
reviews the experiences of western women as expatriates leading cross-culturally (e.g.,
Hutchings et al., 2008; Napier & Taylor, 2002; Owen et al., 2007). This study takes the
expatriate research one step deeper and provides specific data related to western female
expatriates from the United States, Canada, United Kingdom, and Australia working inside the
eastern cultures/ countries/ locations of China, Hong Kong, Macau, and Taiwan. The three
primary objectives of the research study are to: (a) expand upon and add to the current research
within cross-cultural leadership scholarship, (b) better prepare women as cross-cultural
professionals and leaders, and (c) provide multinational organizations with a deeper
understanding of those factors that lead to and support cross-cultural professional success.
Chapter III includes an in-depth explanation of how the research questions led to the
chosen methodology for this particular research study. The traditional elements, typologies, and
definitions of quantitative and qualitative research are reviewed and compared. The mixed
methods approach for this study is described and leads into the section outlining the three-phase
sequential research process. The research study design, participant selection, data collection
techniques, and modes of analysis for each phase are discussed. The use of Appreciative Inquiry
(AI) as a positive scholarship approach to the research study is reviewed.
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The Research Foundations
There are three levels of design involved in developing an appropriate research study.
They include the researcher’s paradigm or worldview, the theoretical lens, and the
methodological and data collection approach. The intent, expectations, and underlying
assumptions of the research are oriented by the research paradigm, theoretical framework, and
method for collecting data. The pragmatist epistemology is the primary paradigm guiding this
research. This perspective seeks to determine how social reality is constructed within the lived
experiences of research participants. Thus, this study focuses on “the ‘what’ and the ‘how’ of the
research problem” (Creswell, 2003, p. 11).
An interpretivist/constructionist paradigm compliments the primary pragmatic view of
reality because it is based on understanding the human experience. This research is guided by a
real-world practical perspective. The interpretivist/constructionist epistemology suggests that
“reality is socially constructed” (Mertens, 2005, p. 12). It relies on the “participants’ views of the
situation being studied” (Creswell, 2003, p. 8). The female expatriate lived experiences are
studied. There is an intentional focus on the positive experiences over the negative as the
participants describe their interactions and reactions to certain relationships, characteristics, and
resources and how these support their professional success. The study is the exploration of the
meaning that is created in these cross-cultural situations.
After the foundation was set, there was a methodological approach, a methodology, a
method, and various techniques chosen to conduct the study. The methodological approach for
this study is mixed methods. The methodology can be described as the discipline that uses
certain methods or techniques to collect data. The methods are the actual techniques or processes
used to conduct or carry out the research. The methodologies for this research study are both
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qualitative and quantitative. The primary methodology is qualitative, with quantitative data used
to support and deepen the description of the qualitative findings. The methods and techniques
used to gather data were the semi-structured interviews, a survey, and focus groups.
The Research Questions
The research questions were aligned with the overall objectives of this research study.
The research study provides greater understanding of the factors that support the success of
female expatriates. While designing the research questions, it was important that they not come
across as “inherently interesting but ultimately meaningless” (Rudestam & Newton, 2007, p. 6).
To make sure this didn’t happen, an iterative approach to reflection and analysis occurred
throughout the literature review process. This critical reflection was used to refine the research
questions until they became both interesting and meaningful for this research study. The research
questions are based on a set of interrelated components and “invariably involve the relationship
between two or more variables, phenomena, concepts, or ideas” and the study consists of
“methods to explicate the nature of the relationship” (Rudestam & Newton, 2007, p. 11).
As noted in Chapter I, this study aims to interpret and analyze cross-cultural professional
success, from the female expatriate perspective. The following research questions frame the
research study:
1. What types of relationships/ characteristics/ resources support the professional
success of female expatriates from United States, Canada, United Kingdom, or
Australia, who are based in China, Hong Kong, Macau, or Taiwan?
2. In what form do formal or informal mentor/coach-like relationships exist or show up
for professional women who are expatriates in China, Hong Kong, Macau, or
Taiwan?
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3. How do mentor/coach-like relationships support professional success for female
expatriates while working across cultures?
These three questions guide this research, with the goal of closing a gap that exists in the
current literature related to the topic of successful female expatriates. This research is “structured
inquiry trying to answer some question or questions using some appropriate method” (Bentz &
Shapiro, 1998, p. 87). Data collection occurred for each of the three research questions using a
mixed-methods exploratory approach. The goal of this research was to use empirical evidence to
further the knowledge base for this topic.
Methodology
The research method chosen for this study derives from the topic of cross-cultural
leadership and the depth and breadth of methods and techniques required to explore the lived
experiences of female expatriates. There are multiple research methods to choose from and the
choice to design a study that involved both quantitative and qualitative methods is based on the
research need, the gap in the literature, the expected outcomes, and the research questions.
Maxwell and Loomis (2003) introduced five interconnected components to weigh when
designing a mixed methods study: the study’s purposes, conceptual framework, research
questions, methods, and validity considerations. These components were considered and kept in
mind throughout the design process.
The process of comparing and contrasting the typical perspectives of quantitative and
qualitative research helps to further develop the need for the mixed methods study design. To
find, or ground, knowledge there should be a structured way in which to go about the process.
Quantitative and qualitative research methods are the two overarching processes available to gain
and ground knowledge.

66
Quantitative research. Quantitative research can be labeled as an explanatory method; a
way to describe and explain data after it is collected. This method of research uses “numerical
calculations to summarize, describe, and explore relationships among traits” (McMillan &
Wergin, 2010, p. 4). In addition, “quantitative research, the argument goes, presupposes
objective truths and a singular, unequivocal reality” (Paley, 2000, p. 143).
Traditionally, quantitative research operates in a less open system than qualitative
research. Openness in the system is defined by the level of interaction with its environment, for
example, “a totally closed system [takes place inside] a laboratory experiment” (Greene &
Caracelli, 1997, p. 64). When the researcher has complete control over the treatment and the
participants, the system or research is closed.
Benefits of using quantitative methodology for this study.
Statistical methods are especially useful for looking at relationships and patterns and
expressing these patterns with numbers. Descriptive statistics describe these patterns of
behavior, whereas inferential statistics draw on probabilistic arguments to generalize
findings from samples to populations of interest. (Rudestam & Newton, 2007, p. 27)
This study is strengthened by allowing a critical number of participants to respond to a
set of research questions. This takes place via a survey. The data were analyzed with the use of
statistical software and metrics.
Statistical methods are especially useful for looking at relationships and patterns and
expressing these patterns with numbers. Descriptive statistics describe these patterns of
behavior, whereas inferential statistics draw on probabilistic arguments to generalize
findings from samples to populations of interest. (Rudestam & Newton, 2007, p. 27)
The research questions also pose an opportunity to look at the phenomena from the
“outside” and be able to generalize the findings across expatriate assignments. The quantitative
survey questions support the depth and breadth of the study and are enhanced by the qualitative
techniques described next
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Qualitative research. Qualitative research takes place in an open system because
participants may have to interact with their environment on a continual basis and in this case the
system is open. Qualitative research focuses “on conducting studies in natural settings using
mostly verbal descriptions, resulting in stories and case studies rather than statistical reports”
(McMillan & Wergin, 2010, p. 4). Qualitative research “presupposes a world which is inherently
subjective, with no unequivocal reality” (Paley, 2000, p. 143). Qualitative researchers “make use
of interviews, text analysis, surveys, participant observation, even statistics” (Rudestam &
Newton, 2007, p. 36). It also includes group data collection in focus groups.
Interviews can be used as the “sensitive kind of interview found in naturalistic studies,
whereby the investigator enters the world of the participant subject without a fixed agenda and
maintains sufficient scientific rigor in the process” (Rudestam & Newton, 2007, p. 47).
Benefits of using qualitative methodology for this study. Qualitative studies require an
in-depth look at a narrow subject. Qualitative methods gather data through in-depth interviews
and focus groups and allow the researcher to dive deeper into the phenomenon or variable being
studied. This research study requires a foundation of data to be collected and analyzed by
speaking with participants and hearing their stories directly.
The research questions require the research study to go “inside” what it means to be a
western culture female cross-cultural leader serving in China, Hong Kong, Macau, and Taiwan.
This exploration is the focus of the qualitative aspects of research. The interview, open-end
survey, and focus group questions explore the details of the relationships and resources that
facilitate success for these cross-cultural leaders.
Quantitative and qualitative continuum. In general quantitative research provides a
broad view of aggregate data provided by a large number of participants. In this study there were
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102 survey respondents giving responses to both quantitative and qualitative questions.
Qualitative research provides depth of the topic and specific experiences of individuals are used
to enhance the aggregate. There were also 14 participants giving qualitative responses in either
the interview or focus groups. The following are differences between quantitative and
qualitative research suggested by Stake (1995):
1. The distinction between explanation and understanding the purpose of inquiry,
2. The distinction between a personal and impersonal role for the researcher,
3. A distinction between knowledge discovered and knowledge constructed. (p. 37)
Table 3.1 provides a summary of the typologies and descriptions of quantitative and
qualitative research. This theoretical summary of quantitative and qualitative research methods
provides the extreme comparisons, showing the opposite ends of the continuum. In reality there
are many areas of overlap and ambiguity when conducting qualitative and quantitative research,
therefore mixing methods is a complex and dynamic process.
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Table 3.1
Typology of Quantitative and Qualitative Research

Purpose

Philosophical
explanations
Begins with

The approach

Samples

Data
Collection
Methods

Analysis

Quantitative Research
Search for causal
explanations, testing
hypothesis, prediction,
control
Positivist

Qualitative Research
Understanding and explaining,
making sense of experiences and
the world in which they live, theory
from data
Post positivist

Hypothesis

Foreshadowed problem, Research
Question
Initially broadly focused, mostly
natural setting, subjectivity and
close to the data, flexible approachdesign emerges

Researcher defined focus,
product orientated, often in
clinical settings, objectivity
and distance, scientific
approach
Randomized sampling,
sample frame fixed before
the research starts

Surveys, tests,
questionnaires, tightly
structured observation
Statistical analysis
Deductive logic-statistics
used to establish new
concepts

Sampling units such as place, time,
concepts, purposive and theoretical
sampling, flexible sampling that
can develop during the research,
snowball sampling
Observations, in-depth nonstandardized interviews, fieldwork,
documents, diaries, photographs,
videos
Thematic or constant comparative
analysis, ethnographic, narrative
analysis, latent content analysis
Inductive logic- new theories
emerge from analysis
Story, ethnography, a theory
Direct close involvement of
researcher and self-awareness of
their own role (reflexivity)
Understanding the human
condition, experiential
understanding, relative reality

Measurable and testable
results, limited and distant
involvement of researcher
with participant
Generalizations,
Knowledge
relationships between
Gained
variables, structures, and
patterns
Internal/external validity,
Trustworthiness, authenticity
Reliability/
reliability
Transferability and validity
Validity
(Bentz & Shapiro, 1998; Cunliffe, 2011; Flyvbjerg, 2001; Holloway & Wheeler, 2010; Jarvis,
1999; McMillan & Wergin, 2010; Schwandt, 2007; Stake, 1995)
Outcomes and
Researcher
Relationships
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The reality is that there is overlap and grey areas within the continuum of quantitative
and qualitative methods and this is the beauty of mixing methods. Mixing methods can add
elements of complexity, rigor, and elegance to the research study. A mixed-methods design is
best for this particular research because it
combines the rigor and precision of . . . quasi-experimental, or correlational designs and
quantitative data with the depth understanding of qualitative methods and data. Thus, the
methods can help inform one another with different levels of analysis (Rudestam &
Newton, 2007, p. 51)
The research questions require this multi-layered approach to fully answer the questions
with the appropriate amount of rigor.
Using mixed methods for this research study. This mixed methods study combines
elements of both closed and open systems.
When information is required to be intensive and contextual, openness in the system is
high and favors a qualitative research methodology. When information is required to be
extensive and precise and openness in the system is low, this favors a quantitative
methodology. (Greene & Caracelli, 1997, p. 65)
In the case of this research study an integration of both was needed. The closed system was the
survey and the open systems were the interviews and focus group discussions. Through the use
of both quantitative and qualitative research methods we gain new knowledge that is
multilayered. The decision to conduct a mixed-methods study was based on the specific research
questions proposed, the extant literature and methods used, and the types of data expected to be
gathered. The research questions were addressed and original data was gathered.
A deeper understanding of the participant experiences was needed to design a
well-informed and welcoming survey. Thus interviews were conducted to facilitate the survey
design process. The interviews identified essential themes and facilitated survey development.
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The survey established how broadly the interview themes applied to the quantitative research.
Lastly, the focus groups helped explain and validate the interview and survey findings.
The mixed-methods design supported the research objectives as specified by the research
questions. “The research question is the precisely stated form of the researcher’s intent and may
be accompanied by one or more specific hypotheses” (Rudestam & Newton, 2007, p. 6). The
research questions lead the decision-making process for the best research design. Decisions were
made about how to best gather and analyze the appropriate amounts and types of data according
to the questions being asked. At times ambiguity was created through the process of using
mixed methods and this is where the art of mixing methods joined the science of conducting
original research. This is why the research design plan became essential to the success of the
research study.
The Research Design
While constructing the research design it was important to determine when [and how] the
qualitative and quantitative phases of the study would be integrated (Creswell & Plano Clark,
2011). A key component of designing the research process is allowing the research questions to
inform the design. By doing this, all components of the research process come together in a clear
and methodical approach. The research method and design were informed by Rudestam and
Newton’s (2007) guiding question, particularly question number three:
1. Is the question clear and researchable, and will the answer to the question extend
knowledge in my field of study?
2. Have I located my question within a context of previous study that demonstrates that I
have mastered and taken into consideration the relevant background literature?
3. Is the method suitable for exploring my question? (p. 20)
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Mixed methods was selected as the most suitable method. A decision was made based on
the facts and evidence from the literature review and research need that the most appropriate
quantitative technique to collect data would be a survey. This was due to the global spread of the
participant population. In this context a survey would be the most efficient technique to gather
data. In order to design a survey that spoke to the intended participants more information was
needed. Thus interviews were conducted to gather data about the lived experiences of the female
expatriates in China, Hong Kong, Macau, and Taiwan. Because of this need for additional data to
design the survey, the qualitative technique of semi structured interviews became the priority and
the launching point for the sequential research process.
Sequential research design. The mixed-methods approach, using both qualitative and
quantitative methodologies, allowed for three rigorous data collection techniques be contained
inside one research study. Creswell and Clark note that when using a mixed-methods sequential
approach, the researcher:
x

Collects and analyzes persuasively and rigorously both qualitative and quantitative
data based on the research questions.

x

Mixes (or integrates or links) the two forms of data concurrently by combining them
(or merging them), sequentially by having one build on the other, or embedding one
within the other. (p. 5)

The sequential design became a three phase process whereby each phase emerged from the
previous, and then informed the next. This sequential process offers a robust data set, allowing
for rigorous analysis and practical interpretation. A wide variety of participants were engaged in
this research study due to offering several ways for them to participate and respond over time.
The sequence of the three techniques: semi structured interviews, survey, and focus groups are
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illustrated in Figure 3.1. This design can be written as a largely qualitative study with
quantitative techniques embedded inside the process and a final component of qualitative
validation {QUALÆ QUAN(qual) Æqual study}. Figure 3.1 shows each phase of the sequential
research process, including the data collection technique used and number of participants that
participated in each phase.

PHASE 1
QUALITATIVE:
Semi-structured
Interviews
(n = 10)

PHASE 2
QUANTITATIVE:
Survey
(n = 102)

Phase 2
Qualitative:
Survey narrative
responses
(n = 69)

PHASE 3
QUALITATIVE:
Focus groups
(n = 9)

Figure 3.1. Sequential design with techniques and number of participants at each phase.
As noted in the visual model, the research design consisted of three phases and four
components. The interview data provided the foundation for the survey. The survey questions
were designed directly from the themes emerging from the interviews. The focus groups
confirmed and validated the findings from the survey. Therefore each phase was necessary and
required for this research study.
Extensive planning, structure, and organization techniques enhanced the analysis of each
phase of research. These organization and analysis techniques are addressed as each phase of
research is described in detail in the following sections of Chapter III. Then, the actual research

74
findings are discussed in detail in Chapter IV. Each of the phases of the research process are
discussed separately and in detail later in this chapter: Phase 1 interviews, Phase 2 a survey, and
Phase 3 focus groups.
Phase 1 interviews. In Phase 1 of the research 10 individuals were interviewed. All
semi-structured interviews were conducted by one facilitator over a six-week time period. The
six primary steps that took place inside Phase 1 are listed below.
1. Contact potential participants and request their participation in the interviews
2. Determine research participants based on interest and availability
3. Create initial interview protocol for semi-structured interviews
4. Interview participants, listen to their stories, and ask follow up questions
5. Transcribe interviews
6. Analyze and determine findings based on a narrative thematic analysis process
Participants were identified, contacted, and their consent to participate was verified and
documented. Interview dates and times were scheduled and the interview protocol was finalized.
After the interviews were transcribed the data were coded and analyzed.
Phase 1 participant selection. The target demographics of the research participants were
female expatriates with a home country of the United States, Canada, United Kingdom, or
Australia and a host country/ location of China, Hong Kong, Macau or Taiwan. As described in
Chapter II, their home countries represent a typically western culture and their host country
represents a typically eastern culture. The definition of leader was left broad and the participants
were professionals working in a variety of industries. One definition of leaders is “to influence,
motivate, and enable others to contribute toward the effectiveness and success of the
organizations of which they are members” (House et al., 2004, p. 15). Therefore the participants
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could work as professional consultants, professors, business professionals, or artists and they
would have an opportunity to influence others toward effectiveness. Appendix A contains a
marketing email that was used to network and helped to inform, identify, and engage participants
who fit the demographic profile.
Participants for the Phase 1 interviews were found by reaching out to an established
network of professional women who met the demographic profile. Emails were sent to 12
different women known to be currently working or very recently working in China, Hong Kong,
Macau, or Taiwan. Eight women responded to the email invitation within 48 hours and agreed to
participate. Two additional participants were found by continued networking. The ten women
who agreed to participate signed the interview consent form (see Appendix B). The interviews
took place in a one-on-one setting via Skype® over six weeks and were scheduled based on each
participant’s availability and current time zone around the world.
Phase 1 data collection techniques. A semi-structured interview protocol was created.
Based on the literature reviewed and three pilot interviews conducted 6 months prior to starting
the dissertation research. The final interview protocol contained the questions in Table 3.2. The
conversation included an explanation of the types of success and the definition of resilience used
in this research. The types of success mentioned were professional success, cultural adaptability
success, and overall expatriate success. The definition of resilience shared with the interviewees
was “the capacity to rebound from adversity strengthened and more resourceful” (Walsh, 1998,
p. 4) and “the ability of individuals . . . to absorb the stress that arises from challenges and to not
only recover functioning back to a “normal” level but also learn and grow from the adversity to
emerge stronger than before (Sutcliffe & Vogus, 2003).
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Table 3.2
Semi-Structured Interview Questions
x
x

x
x

x
x

x
x
x

How do you make sure you are adjusting in a healthy way to a new culture at the onset
of the international assignment?
What other adjustment strategies or resources have you used while leading crossculturally?
PROBE—What does adjusting look like for you? How do your behaviors change as you
adjust?

Which relationships had a positive effect on your personal success as a female
expatriate leader? Were these formal or informal relationships? Did they change as the
assignment progressed from beginning to middle to end?
In what ways have these relationships made you successful?
PROBE—Tell me about a time when you utilized your relationships to support
generating more resiliency, adjustment, or success.

How do multiple formal or informal relationships generate cross-cultural resilience for
you as a female expatriate who is working, living, and leading cross-culturally in
Greater China?
How does resilience support your success in the expatriate assignments?
PROBE—What resources and relationships have helped you become more resilient as a
cross-cultural leader?

Do you have any other thoughts about what led to success in your expatriate experience
that you would like to share?
Are there individuals in your network that you think would be open to participating in
this research experience? If so, I would like to ask for contact information.
Do you have other suggestions for where I could gain access to large numbers of
participants for a survey I plan to develop?

Phase 1 analysis of data. The interviews were recorded and transcribed verbatim. The
transcribed interview document was then returned to each of the participants. Each participant
was asked to review the transcript and verify that the document represented their true statements
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and sentiments. This member checking technique was an important part of the process. It
allowed for data validation and clean up.
These validated and cleaned data were analyzed by using narrative coding and theming
techniques. Coding was accomplished by identifying words and phrases most frequently used by
the participants. Codes were assigned to these words and phrases. Based on the line by line
coding categories emerged and they were combined to build frameworks and overall themes. The
emergent frameworks and categories were used to construct the survey. The survey questions
were designed based on the emergent themes constructed from the interviews. Therefore the
experiences shared by interviewees informed the survey. Appendix D is the frameworks grid
used to design the survey questions.
Field notes and a reflective journal was also kept during the interview process in order to
document the intricacies and specifics of each situation. The journal and notes were used as an
iterative process improvement tool. Examples of journal notes during the interviews: “It is
important to ask about how participants’ view their own behaviors and how their behaviors
influenced their relationships with others” and “participants validated this is a new way to
document their experiences, one person said it is new meaningful research that is dutifully filling
a gap in scholarship and practice.” Researcher bias, assumptions, or perceptions were
documented and removed from the narrative coding and theming analysis process. The
journaling process was a purposeful and conscious effort to reduce researcher bias.
Phase 2 survey. The Phase 2 survey was developed and designed based on the data
collected and emergent themes from the semi-structured interviews. The survey is located in
Appendix E. A validated scale measuring resilience was also incorporated into the survey design.
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The Brief Resilient Coping Scale (BRCS) was added as a survey question (V. G. Sinclair &
Wallston, 2004).
The six primary steps that took place in Phase 2 are listed below.
1. Design a survey based on what is learned through the Phase 1 interview process
2. Determine need for a validated scale and gain permissions for use
3. Research potential contact points for finding research participants
4. Send survey to participants and networks and post to social media sites
5. Collect survey data in SurveyMonkey®.
6. Analyze survey data using statistical methods and narrative analysis
The survey was designed and tested using SurveyMonkey®. The design phase included the
types of questions to use as well as the content to include. Likert scales were designed for many of
the matrix questions. The survey was tested for readability, flow, and the specific inclusion of
content that would answer the research questions. After the survey was updated and finalized,
potential participant population groups were researched. Participant consent was collected through
the opening page of the survey introduction. The survey was open and collecting data for four
weeks and several reminders were sent to participants and postings were refreshed to social media
sites. The data was exported, compiled, cleaned, and analyzed.
Phase 2 participant selection. Participants for the Phase 2 survey were found through
intense networking. The 10 women who participated in the one-on-one interview received the
survey first and were asked to provide names and email addresses of individuals in their
networks who met the demographic profile criteria. The final survey question asked participants
to support the research study through networking and provided space to insert a list of email
addresses into the open text comment box. It also included instructions on how to send an email
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with a list of email addresses for potential participants directly to the researcher. Through this
method of collecting direct email addresses, 45 email addresses were gathered. The survey was
sent directly to these 45 potential participants via these email addresses. Of the 45 potential
respondents reached via their email addresses, 18 (40%) responded to the survey.
A concentrated social media networking campaign was also conducted using the open
survey web link. The survey link was posted to social media sites (LinkedIn, an internal
organizational social media site, the Antioch PhD in Leadership and Change Community Blog,
and Facebook). The study description and the desired demographics for participants were posted
on the sites with the link and requested participation and sharing with networks (Appendix A).
The survey link was also emailed to individuals who did not meet the demographic
criteria, however were known to be living and working in the target countries/ locations. These
individuals were encouraged to forward the survey link to others who met the demographic
criteria or to post it to their own social media pages. Many of the networkers were male
expatriates living and working in China, Hong Kong, Taiwan, or Macau and they were able to
distribute the survey to women in their networks. Thus the survey was distributed to several
hundred participants via email and snowball techniques based on networking, the final total
response was (n = 102).
Phase 2 data collection techniques. The survey was conducted using the
SurveyMonkey® online survey tool. Questions with Likert scale response categories were
developed and open ended questions were included to capture additional narrative. (See
Appendix E.) The survey opened with filtering questions so that the appropriate demographic
criteria were met and specific participants responded to the survey.
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The questions in the survey collected both demographic data as well as data to address
the research questions guiding this study.
Demographic data
x

Home Country

x

Host Country

x

Years of Experience

x

Exposure to Culture

x

Language Skills

Research Question data
x

Perceptions of Success: Professional, Cultural, Overall

x

Access to a Mentor/Coach

x

Description of the Mentor/Coach

x

Resilience using the Brief Resilient Coping Scale

x

Relationships they relied on

x

Characteristics that describe them

x

Resources they relied on

x

Descriptions of visions of success

Phase 2 analysis of data. The numerical data was subject to statistical analysis using the
IBM predictive analytics software (SPSS) tool. SPSS was used to create descriptive statistics and
run frequencies to show the distribution of participants across variables. This was done to gain a
foundational picture of the participants and understand who the participants are from an
aggregate perspective. Correlational methods were used to determine relationships between the
different types of success and the variables that potentially support perceived success.
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Regression models were run to determine the strength of predictors (relationships,
characteristics, resources) of the various types of perceived expatriate success (George &
Mallery, 2010).
Principle Component Analysis (PCA) was run for the survey response data for the four
resiliency items only and the results confirm that these four items fall into one single factor, with
a high Cronbach alpha reliability score. The resulting adjusted scores from the PCA were used in
other analyses throughout the study. The variables were reviewed using a bivariate correlation
method. While bivariate correlations are helpful in identifying associations and relationships
between variables, multiple regression takes measures of association a step further by offering a
way to see which combination of independent (explanatory) variables influence the dependent
(outcome) variables. The first step in preparing for regression analysis was to review the
bivariate correlations between each of the independent variables to make sure they are not too
highly correlated with each other to be included in the same regression model. When highly
correlated independent variables are included in the same regression model there is a threat of
multicolinearity and unacceptable tolerance levels. None of the independent variables for the
success or resilience models had high (=> .90) correlations with each other.
Multiple regression analysis was used to determine which of the independent or
explanatory variables influenced the dependent, or outcome, variables of perceived success and
resilience. Simple Linear Regression builds off of the correlations; it determines the degree of
relationship between two variables: one independent and one dependent. Simple linear regression
shows how much of the variance in a dependent variable is explained by the independent
variable.
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Multiple Regression is used to show how much variance in one dependent variable is
explained by a set of independent (explanatory) variables. The dependent variable is the outcome
that is the focus of the research questions. There are two types of independent variables: control
and research. The control variables are the demographics or experience characteristics that
predate the respondents’ current international assignment and that literature suggest are related to
the dependent variable. The control variables were included in the regression model to ensure
that their contribution to the variance in the dependent variable is accounted for before looking at
the influence of the independent research variables.
Regression models were constructed for the six dependent (outcome) variables:
Professional Success, Cultural Adaptation Success, Overall Success, Success All Three, and
Resilience All. For the first four models related to success, the control variables were entered
into the first block and the independent research variables were entered into the second block.
The regression models did not control for other factors and did not look at the two contributors
(characteristics and resources) in the same model. A larger sample size would make more
detailed analyses possible. Table 3.3 is a summary of the statistical analysis used for
understanding types of survey data.
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Table 3.3
Statistical Analysis Process Summary
Statistical
Analysis

Summary of outputs from
the statistical analysis

Purpose

Descriptive

To display frequency and
percentage distributions and
mean scores

Used to become familiar with the data and describe an
aggregate view of the participants profiles including:
host country, home country, professional industry,
years of experience, organizational reporting
relationships, cultural exposure, and language skills

To measures the shared
variance and relationship
between study variables

Used to analyze how strongly study variables were
related to each other and to screen for multicolinearity

(Frequency)
(Percentages)
(Mean Scores)
Correlational
(Bi-variate)

Regression
(Multiple)

To describe the variance in
the dependent variables,
caused by independent
variables

Used to describe the influence the independent
variables have on the outcome or dependent variable

The narrative responses collected through the survey were analyzed using the
SurveyMonkey® narrative analysis tools. The data collected in the open-ended survey questions
expanded upon and added to the narrative data gathered through the Phase 1 interviews. The survey
narrative data also helped to address the research questions and provided stimuli for the Phase 3
focus group discussions.
Phase 3 focus groups. The Phase 3 focus group discussions were designed to validate and
confirm the data gathered in the interviews and survey. The focus group discussion guide was
designed based on data collected in Phase 1 and Phase 2. (See Appendix G.) The six primary steps
in Phase 3 are listed below.
1. Compile key survey results to use as visual to stimulate discussion.
2. Design the focus group discussion protocol.
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3. Sort list of volunteers and determine focus group participants.
4. Schedule virtual focus groups via Skype®.
5. Facilitate focus groups with participants.
6. Transcribe, analyze, and make meaning out of the final narrative data through a
narrative thematic analysis process.
Phase 3 participant selection. Focus group participants were selected on a volunteer basis.
Volunteers responded to a survey question asking if they would like to participate in a focus group.
From the list of volunteers the participants were narrowed down to a list of 21 individuals who
received an invitation to participate. The criteria used to narrow the list were: home country, host
country, perceptions of success, and access to a mentor coach. The goal was to have a maximum
mix of participants based on the criteria. Ten individuals (48%) replied to the invitation and three
final groups were formed based on availability and location of the ten volunteers. Invitations
were sent and logistics were organized. Nine women actually logged in and participated in the
virtual focus groups. Each focus group participant received a consent form indicating their
agreement to participate in the study. (See Appendix F.) The focus groups were scheduled and
conducted virtually via Skype® and participants joined from locations around the globe. After the
focus groups were finalized the data from three focus groups was combined and analyzed.
Participants for the Phase 3 focus groups were found via a survey question. The survey
question stated, “The next phase of research includes a conversation about the survey findings by
means of virtual focus groups. Please provide your name and email address in the space provided
if you would like to volunteer your time. A group of volunteers will be scheduled to meet for up
to 2 hours of facilitated discussion. This will take place virtually in April 2015. More
information will be sent to you once you volunteer for the opportunity.” Thirty-eight women
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provided their email addresses and volunteered to be contacted for a focus group. Five
individuals emailed at a later date and noted they would be traveling and would not be able to
participate. After reviewing demographics for the 32 volunteers, 21 women were invited to
provide their availability during a specific one week timeframe. The focus groups were
scheduled to allow for the maximum number of attendees based on availability. Ten women
confirmed their interest and availability to participate during the specific week.
Phase 3 data collection techniques. The focus group discussion guide was designed
based on the Phase 1 and Phase 2 findings and was presented to the focus group members (see
Appendix G). Focus group participants received a report of initial findings from the survey three
days in advance of the meeting date to allow them time to review the summarized findings. The
focus groups each lasted for 90 to 100 minutes and allowed sufficient time to hear all voices and
facilitate discussion. Each of the focus group sessions were recorded.
Phase 3 analysis of data. The data were analyzed through coding of themes. Coding was
accomplished by identifying words most frequently used during the focus group discussions.
Summary themes emerged and were used to confirm, disconfirm, or validate the survey findings.
Researcher bias, assumptions, or perceptions was noted as part of the process. Eliminating
researcher bias was a purposeful and conscious effort. Journal notes were kept for each focus
group discussion in order to document the intricacies and specifics of the process.
Appreciative inquiry used in this research. Since the literature review showed that there
have been more studies about why expatriates fail than why they succeed (Crocitto et al., 2005) the
sequential research process was held together by an appreciative approach. Therefore, each data
collection technique: the interviews, the survey, and the focus group discussions were designed
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using an appreciative lens. Appreciative Inquiry (AI) provided reinforcement for a positive
paradigm to be added to the research design.
AI includes “a form of generous listening, which does not prohibit problem talk, but frames
questions that help move problem talk toward appreciation and possibilities” (Reed, 2007, p. ix).
Focusing on success, positive experiences, and appreciation is an important part of moving this
study and the topic of female expatriate successes forward. AI is a good fit for this study and is a
way to engage others and create actions or outcomes using positive framing techniques. An
appreciative mindset surrounding the research topic was encouraged through each phase of data
collection and while interacting with participants. AI supports productive meaning-making and
offers new ways of thinking about cross-cultural experiences.
Integrated analysis. A full and cumulative story unfolded and new information emerged
through the addition of each phase. As each phase was built from the previous phase, the data
became richer, more robust, and confirmed. After all three phases of data collection and analyses
were completed the findings from Phase 1, Phase 2, and Phase 3 were compiled and reported in
Chapter IV.
Rigor of the Study
In order to address credibility and validity of this mixed-methods study, accuracy,
confirmability, and trustworthiness was intentionally designed into each phase beginning with
Phase 1. Phase 1 was the launching point where lived experiences of the participants were
reviewed and analyzed and a clear understanding of the population was gained. Phase 2 offered
credibility through the broader base of participants who responded to the survey. Phase 3 was
used as a way to confirm and validate the findings from Phase 1 and Phase 2.
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Added layers of validation included, summarizing, paraphrasing, and probing the
participant’s words during the interviews and focus groups to ensure understanding of the
participant’s intent. Member checking was conducted with Phase 1 interview transcripts.
Member checking allowed for engagement in the field through context description, which
allowed for further understanding of the experiences of participants and the written
representation of their experiences, which contributed to data triangulation (Holloway &
Wheeler, 2010; Polit & Beck, 2012); thus strengthening the process of turning data into findings.
Member checking also involved bringing the researchers observation and tentative
interpretations back to the participants. During the focus group discussions participants were
offered an opportunity to reflect on how the findings fit with their own lived experiences.
Emerging patterns and themes were also discussed with the Antioch faculty advisors: the
dissertation committee Chair and Methodologist.
Limitations of the Study
There are both strengths and weaknesses, pros and cons, advantages and disadvantages
associated with a mixed-method and sequential research design. Table 3.4 is a summary of the
primary advantages and disadvantages of the study design used for this research study.
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Table 3.4
Advantages and Disadvantages of the Research Study Design and Techniques
Advantages

Disadvantages

Mixed Methods Design

Provides both depth and
breadth, Hear the voice of the
participant, Learn the
language used, Gather a large
volume of data

Length of time needed for the
data collection process,
The number of participants
needed to participate, The
volume of data to code,
theme, and analyze

Sequential Process

Each step or layer informs the
subsequent step, Iterative
learning with Plan Do Study
Act (PDSA) cycle

Challenges with timing,
contacting, and scheduling
each set of participants for
each phase

Semi-structured Interview
Technique

Depth, Stories, Dialogue,
Probing Questions, Gathering
lived experiences

Bias, Limiting the
conversation, Interruptions,
Sample size, Technology,
Geographic location

Survey Technique

Variety of data, Aggregate
description of participants,
Understanding of
relationships between
variables

Response rates, Reaching a
broad variety of participants,
Generating large enough
sample size, Intensive
networking and interactions
with networks

Focus Group Technique

Depth of discussions,
Participants build off one
other, Confirmatory

Scheduling conflicts, Ability
to hear all voices, Limited
timeframe to conduct focus
groups

The primary limitations experienced with this study related to the survey participant
sample size and the limited duration of time available to conduct the study. Networking and
snowball sampling were used to access appropriate participants however gaining responses was a
considerable challenge. There was concern that this sampling technique could create a bias
toward individuals only in certain networks or organizations and limit findings to a group of
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well-connected female expatriates. In order to limit this situation a variety of networks were
considered and many individuals who would not know one another were asked to participate.
Thus, this concern was minimized by sending the survey to a wide variety of contacts, a variety
of networks and networkers, and posting the survey on a variety of social media platforms.
The Role of the Researcher
As the researcher, my role in this research study could have influenced and impacted the
study at each phase of the research. I needed to stay conscious and aware of my interactions with
participants, the language I used in each phase of the research and my interpretation of the data
after it was collected. My relationship to several of the participants was based on previous and
current professional and personal networks. Therefore some of the participants knew me
personally and these relationships may have affected the study.
My approach to this research is one of humbleness, kindness, and curiosity. I understand
who I am, what I represent, and what I hoped to accomplish because of my close connection to
the topic being studied. I went into this study with experience as a female western expatriate
formerly based in the eastern culture of China. I needed to ensure I was careful with my
interpretation of the data so that I did not place my own bias on the results. This bias would have
been based on my own personal experiences as a female expatriate.
Understanding both the theoretical and practical knowledge I bring to the study has been
important to the overall design. The enabling biases under consideration and scrutiny have been
my strong interest in creating processes that lead to female expatriate success. Therefore, I am
strongly invested in this study’s topic and have continued to check my biases throughout the
research study. I approached this process as a co-creation of findings between myself as the
researcher interpreting data, and the participants sharing their own lived experiences.
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Ethical Implications of the Study
Throughout the research process there were measures in place to protect the participants
who volunteered to participate in this study. An Ethics Application was submitted to the Antioch
University Institutional Review Board (IRB) before the research phases began. This IRB review
is in place to assess the ethical implications of this study and protect the participants from any
perceived or real harm. Measures were taken to minimize risks to participant confidentiality.
Records were linked to participants only through a unique identifier and the information used to
link records with identifying information were kept in secure and separate personal computer
folders. The computer is only accessible to one person via password. Names and identifiers were
removed from interview and focus group analysis and participants were advised to maintain
confidentiality of focus group participants and the information they disclosed. The participants’
identity was kept strictly confidential. Personal information was not and will not be included in
any of the reports or publications of the completed study. These measures adhere to appropriate
ethical standards and minimize any risk to participant confidentiality.
The participants’ emotional well-being will also be considered. Denzin and Lincoln
(2008) explain that qualitative researchers “are guests in the private spaces of the world” and that
“those whose lives and expressions are portrayed risk exposure and embarrassment, as well as
loss of standing, employment, and self-esteem” (p. 140). As a result of understanding the impact
this research study could have on the participants, ethical practices of kindness, justice, and
respect for the participants were maintained throughout each phase of the study.
Written and verbal consent were requested from participants before each phase of data
collection began. Written consent and verbal consent were required prior to conducting each
interview. An informed consent process was incorporated where consent was obtained for audio
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recording for interviews and focus groups, transcription of audio recordings, and reporting the
patterns and themes of information provided. The intent of the consent process was to explain the
research study, purpose, and background of the study and to protect the rights of the participants.
Participants were informed of the voluntary nature of their participation in the study and were
given the opportunity to back out from the study should they choose, without consequence.
The survey includes a statement of consent as well as a notice of confidentiality at the
onset of the survey. There was a question at the end of the survey where the participant was
asked to voluntarily provide their name if they wished to participate in a focus group. The third
phase involved purposeful sampling from the survey respondents who volunteered for focus
groups. Participants in focus groups completed a signed agreement of confidentiality regarding
the disclosure of any information outside of the focus group setting.
All participants were informed that they had the right to withdraw from the study at any
time without prejudice and given the guarantee that no harm should be expected. The consent
form also advised participants that all information would be held in secure confidence. In
summary, the participants were provided the purpose of the study, assured that confidentiality
was of utmost importance to the study, were asked for consent to participate, and were asked for
names of other individuals they recommended as participants.
Summary
In this chapter, the rationale behind the chosen mixed method approach to inquiry has
been described. Context for the research has been provided and the theoretical and personal
assumptions have been clearly outlined. The continuum of typologies of the methodologies
involved were outlined in detail. The need for a three-phased sequential approach to research
was provided and an in-depth discussion of each phase of the research process was offered. The
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detailed discussion included outlining the participant selection approaches for each phase,
procedures for recruitment and data collection, the tools and processes for data analysis, and the
cognitive conditions involved in analysis. Furthermore, this chapter outlined multiple principles
that explained the rigor associated with the research as well as the ethical considerations. In the
next chapter, the descriptive results and findings are discussed.
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Chapter IV: Research Findings and Results
Chapter IV contains the qualitative and quantitative results of this mixed-methods
research study. Data were collected in a three phased sequential process: first interviews, then a
survey, and lastly focus groups. Participant profiles are presented for each of the three phases of
data collection. In addition, the three research questions were addressed through various data
collection techniques. The chapter begins with an overview of the data gathered and how the data
were cleaned for analysis, this is followed by a summary of participant demographics and other
aggregate expatriate assignment demographics. Following the participant descriptions, the
findings are presented based on each of the three research questions, in consecutive order. The
chapter ends with a summary and integration of the findings overall. The objective of the
research study was to address the following three research questions:
1. What types of relationships/ characteristics/ resources support the professional
success of female expatriates from United States, Canada, United Kingdom, or
Australia, who are based in China, Hong Kong, Macau, or Taiwan?
2. In what form do formal or informal mentor/coach-like relationships exist or show up
for professional women who are expatriates in China, Hong Kong, Macau, or
Taiwan?
3. How do mentor/coach-like relationships support professional success for female
expatriates while working across cultures?
The intricacies of the design, statistical analysis, and narrative coding processes are
discussed in each sub section and provide an understanding of how the results were collected and
analyzed, including a summary of important observations.
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The process of cleaning and sorting the data was an essential first step. The narrative
data collected via the interviews were stored in 10 separate transcripts. The names of individuals
were removed along with any personal identifiers. Member checking took place as a form of
validation before the data was analyzed.
The data collected via the survey needed to be closely reviewed and cleaned for analysis.
George and Mallery (2010) discuss options for removing survey data from the final data set.
They suggest replacing missing data or removing entire cases by looking at specific questions
and removing cases where respondents did not answer the questions essential for addressing the
research questions.
A total of 238 individuals opened the survey and 124 survey participants answered
“Yes” to the first survey question: “Are you a woman who is currently (or was previously) an
expatriate/ international assignee who is/was working and based in a host country of Mainland
China, Hong Kong, Macau, or Taiwan?” After a detailed review of the 124 survey cases a total
of 22 cases were removed. Eight cases were removed because the responses were left blank after
the initial eight survey questions. The data collected in these eight cases were purely
demographic and not sufficient for analysis related to the research questions. The other 14
deleted cases had responses to a few more questions, but still not sufficient for the essential
analyses.
The narrative “Other (please specify)” and “Other (please describe)” responses written in
by survey participants for some of the survey questions were also reviewed. Where the narrative
response fit a pre-coded category the database was changed from the “Other” code to the
appropriate pre-coded category. This review and recoding took place within the following survey
questions:
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x

What was your original home country?

x

The type of work that best describes the work you do/did

x

Choose the type of entity that best describes your workplace

x

Choose the benefits that best describes your international assignment package

x

Rate the importance of each of the reasons for accepting the international assignment

x

The team members I managed were

After the data were clean, new variables were created to facilitate analysis. The new
variables were: Success All Three, Resources Tangible, Resources Doing, Resilience All,
Characteristics Being, Characteristics Doing, Characteristics Support Others, Years of
Experience International All, and Relied on All Others. Participants were asked to indicate their
agreement with the items on a 7-point likert scale ranging from 1(not at all successful) to
7(extremely successful). The Success All Three variable was created by averaging scores of the
three questions related to perceived success (Professional Success, Cultural Success, and Overall
Success).
Response scores for the four resilience items were run through Principle Component
Analysis (PCA) which resulted in support for the Brief Resilient Coping Scale. A regression
adjusted factor score for the scale was used as the “Resilience All” variable. Other new variables
were created by adding response scores across the relevant variables. Each individual resource
variable was measured on a 3-point scale ranging from 1(did not contribute) to 3(heavily
contributed). “Resources Tangible” was created by adding together the response scores for:
Books, Guides, History, Language, and Training. “Resources Doing” was created by adding
together the scores for: Assessments, Action Planning, and Reflection Activities. Participants
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were asked to indicate contribution levels of resource variables on a 3-point scale ranging from
1(did not contribute) to 3(heavily contributed to my success).
The characteristics that describe self, variables were measured on a 5-point Likert scale
ranging from 1(does not describe me) to 5(very much describes me). “Characteristics Being” was
created by averaging the response scores for the self-described characteristics: Open to Change,
Self-Aware, Adaptable, Open Minded, Curious, Creative, and Open to a New Identity.
“Characteristics Doing” was created by averaging the response scores for the self-described
characteristics: Focused on Learning, Problem Solver, Reflective, Focus on Future, Shift
Expectations, Accepting and Letting Go. “Characteristics Supporting Others” was created by
averaging the self-described characteristics: Contribute to/develop Others, Networking, Giving
Face, and Bridge between Cultures.
“Years of Experience International All” was created by adding together the response
codes from: Years of experience in host country and years of experience before host country.
These variables were measured on a 5-point scale ranging from 1(0 years of experience) to
5(more than 5 years of experience). “Relied on All Others” was created by adding together the
responses from: Spouse/Partner, Child/Children, Professional Colleague/Foreigner, Professional
Colleague/Host Country National, Friend/Foreigner, Friend/Host Country National, Virtual from
Home Country, Association/Club and excluding Mentor/Coach. Participants were asked to
indicate how much they relied on the variables using a 3-point scale ranging from 1(did not rely
on) to 3(heavily relied on). Table 4.1 is a list of the recoded new variables created and the
original variables that they were created from.
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Table 4.1
Recoded Variable Name and Calculation Method
New Variable Name

Calculation Method

Success All Three

Average of Perceived Professional Success,
Cultural Success, and Overall Expat Success
response scores

Resources Tangible

Sum of response scores for Books, Guides,
History, Language, and Training

Resources Doing

Sum of response scores for Assessments,
Action Planning, Reflection

Resilience All

Regression adjusted factor score for the four
resilience items.

Characteristics Being

Average of Open to Change, Self-Aware,
Adaptable, Open minded, Curious, Creative,
Open New Identity response scores

Characteristics Doing

Average of Focused on learning, Problem
Solver, Reflective, Big Picture Thinking,
Shift Expectations, Accepting and Letting Go
response scores

Characteristics Supporting Others

Average of Contribute-Develop Others,
Networking, Give Face, Bridge between
cultures response scores

Years Experience International All

Sum of response scores of Years Experience
in Host Country and Years Experience
International before Host Country

Relationships Relied On except
Mentor/Coach

Sum of response scores of all of the Relied
On, and excluded the mentor/coach responses

Description of Participants
Data collection in Phase 1 was through interviews, in Phase 2 through a survey, and in
Phase 3 from focus groups. The participants in all three phases were professional women

98
working internationally in the specific host countries of China, Hong Kong, Taiwan, and Macau.
The specific experience required for this research study added an extra layer of challenge to the
participant recruitment process. The participants for each phase of research were found through
various forms of networking, referrals, and social media platforms as described in Chapter III.
Ten participants were interviewed. One hundred and two participants responded to the
survey and nine people participated in the focus groups. Five participants participated in all three
research phases, from the initial interviews to the survey and through the focus groups. These
five participants provided continuity of experience and iterative feedback about their experiences
after each phase. The next section summarizes the demographics for each phase of research in
terms of the number of individuals who participated, their original home countries or the
nationalities represented, the host countries where they lived and worked during their crosscultural experience, and their reported professional industry.
Phase 1: presentation of participant demographics—interviews. Individuals who
volunteered to participate in the interviews were mostly from North America (United States and
Canada) and working in either Mainland China or Hong Kong. Their professional experience
spanned over three different industries (Arts/Culture, Academia/Education,
Consulting/Professional Services). Since individuals from Australia and the United Kingdom
were not represented in the Phase 1 interviews, it was important to make sure these
demographics were present and survey responses were received in Phase 2 (See Table 4.2).
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Table 4.2
Frequency Distribution of Interview Participants
Variable

Category

Home Country

United States
Canada
Australia
United Kingdom
China
Hong Kong
Taiwan
Macau
Arts/Culture
Academia
Consulting/ Professional Services

Host Country

Professional Industry

Frequency
n = 10
8
2
0
0
8
2
0
0
2
2
6

Phase 2: presentation of participant demographics—survey. The majority (56.9%) of
survey participants were from North America, with 51.0% from the United States and 5.9% from
Canada. An additional 20.6% were from the United Kingdom. The other respondents were from
Australia (11.8%) or another European country (10.8%). The additional European countries
reported were: Belgium, Ireland, Germany, Lithuania, Denmark, Poland, France, Iceland, and
Lebanon. Over 90% of participants worked in the host country of China or Hong Kong. A small
group of participants worked in Taiwan and Macau.
Over 50% of the professional industries survey respondents worked in mirrored those
represented by the Phase 1 interview participants. These individuals are or were working in
Academia/Education, Professional Services, or Arts and Culture environments. The other 50%
worked in a variety of other industries and business settings (see Table 4.3).
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Table 4.3
Frequency and Percentage Distribution of Survey Participant Demographics (n = 102)
Variable

Categories

Home Country

United States
Canada
Australia
United Kingdom
Other European Countries
Mainland China
Hong Kong
Taiwan
Macau
Advertising/ Marketing
Arts/ Culture
Automotive
Business Support/ Logistics
Education/ Academia
Entertainment and Leisure
Finance/ Financial Services
Healthcare/ Pharma
Manufacturing
Non-profit
Professional Services
Retail
Telecommunications/ Tech
Other industry (combined F&B,
Government, Insurance,
Transportation)

Host Country

Professional
Industry

Frequency
52
6
12
21
11
45
51
5
1
3
6
3
3
36
3
7
5
5
4
14
5
4
4

Percentage
51.0%
5.9%
11.8%
20.6%
10.8%
44.1%
50.0%
4.9%
1.0%
2.9%
5.9%
2.9%
2.9%
35.3%
2.9%
6.9%
4.9%
4.9%
3.9%
13.7%
4.9%
3.9%
3.9%

The third and final phase of research was completed through focus group discussions.
The individuals who participated in the focus groups are described in the following section.
Phase 3: presentation of participant demographics—focus groups. The focus group
participant demographics, for the most part, remained consistent with those who participated in
the interviews. This is in part because five of the nine focus group participants also participated
in the original interviews. The highest represented home country was the United States and the
highest represented host country was China. It was important to also hear from participants with
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a home country of Canada and Australia, and therefore those individuals were sought out to add
thought diversity and perspective to the discussion. The participant demographics including
home country, host country, and industry were described for each phase (see Table 4.4).
Table 4.4
Frequency Distribution of Focus Group Participants

Variable
Home Country

Host Country

Professional Industry

Category
United States
Canada
Australia
United Kingdom
China
Hong Kong
Taiwan
Macau
Arts/Culture
Academia
Consulting/ Professional Services

Frequency
n=9
7
1
1
0
7
2
0
0
2
1
6

Presentation of Other Expatriate Demographics
The survey also included questions designed to explore other demographics related to the
expatriate experience. The first set of questions asked were related to the types of benefits
available to the female expatriate respondents, reporting relationships in the organization, and
details about whether or not they managed teams. There was also a question that dug deeper into
team management to understand the types of nationalities they managed while working
internationally (see Table 4.5).
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Table 4.5
Frequency and Percentage Distribution of Participants Organizational Demographics
Variable

Categories

Access to Benefits
beyond local salary
and local medical
(n = 102)
Additional Benefits
given to those who
answered Yes
(n = 40)

Yes
No

40
62

39.2%
60.8%

International medical
Salary paid in home country
currency
Housing allowance
Supplemental Retirement
Annual return flight
Child education expenses paid
Expatriate
Local National
Both
Individual outside host country
Self employed
Yes
No
Expatriates or foreigners
Host country nationals
A mix of nationalities

25

62.5 %

13
27
11
28
6
48
26
9
15
3
55
46
3
14
38

32.5 %
67.5%
27.5%
70.0%
15.0%
47.5%
25.7%
8.9%
14.9%
3.0%
54.5%
45.5%
5.5%
25.5%
69.1%

Reporting
Relationships
(n = 101)

Managed a Team
(n = 102)
Descriptions of
Team Nationalities
(n = 55)

Frequency

Percentage

Less than half (39.2%) of the survey participants had access to benefits above and beyond
a local salary and local medical insurance. For those with access to added benefits, the three
most common extra benefits provided were: (a) annual flight to home country (70%), (b) housing
allowance (67.5%), and (c) an international medical plan (62.5%). The majority (62%) of survey
participants reported to another expatriate or someone outside the host country and over half
(54.5%) also managed a team themselves. The teams they managed were, for the most part
(69.1%) a mix of nationalities.
Survey participants also answered questions that asked about their years of experience in
their career and their experience working internationally. Most (78%) had worked in their career
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for over five years, over half (55%) worked internationally for over five years, and about onethird (34%) worked in China, Hong Kong, Macau, and Taiwan for over five years. Half (50%)
had worked internationally for at least one year prior to their first assignment in China, Hong
Kong, Macau, and Taiwan (see Table 4.6).
Table 4.6
Frequency and Percentage Distribution of Participants’ Years of Experience
Years of Experience
Type
In career overall,
anywhere in the
world
Working
internationally
overall

0 years
2 (2%)

Less than 1
4 (3.9%)

1-3 years
8 (7.8%)

3-5 years
8 (7.8%)

Over 5 years
80 (78.4%)

2 (2%)

5 (4.9%)

22 (21.6%)

17 (16.7%)

56 (54.9%)

Working in China,
Hong Kong, Macau,
Taiwan

1 (1%)

15 (14.7%)

33 (32.4%)

18 (17.6%)

35 (34.3%)

Working
internationally prior
to China, Hong
Kong, Macau,
Taiwan

36
15 (14.7%)
(35.3%)

27 (26.5%)

6 (5.9%)

18 (17.6%)

The survey participants are an experienced group of individuals, both in their careers
overall as well as in the international work context. The majority (72%) had spent over three
years working internationally and at least half (52 %) of the participants had worked in China,
Hong Kong, Taiwan, or Macau for greater than three years. They are seasoned and experienced
professionals and most of their international experience tended to be in China, Hong Kong,
Macau, and Taiwan. Half (50%) of the participants arrived in China, Hong Kong, Macau, or
Taiwan having already experienced an international work assignment for at least one year.
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Survey participants also answered questions about the reasons why they accepted an
international assignment in China, Hong Kong, Taiwan, or Macau. Their responses show that
international travel (75%), a new adventure (79%) or a change in scenery (62%), and interest in
learning about a new local culture (63%) were the most frequently identified important or very
important reasons for accepting an international assignment. The response “a spouse/partner’s
career advancement” and “to learn a new language” received the lowest amount of important or
very important responses, 36% and 38% respectively. Half (51%) of the respondents reported
monetary purposes to be important/very important (see Table 4.7)
Table 4.7
Frequency and Percentage Distributions for Importance of Reasons for Accepting the Expatriate
Assignment
Importance

Reason
Career advancement
(self)
n = 101
Career advancement
(spouse/partner)
n = 101
A new adventure
n = 102
Monetary purposes
n = 102
Learn local culture
n = 102
Learn local language
n = 102
Enjoyment of
international travel
n = 102
Change of scenery
n = 101
A Challenge
n = 102

Not at all
Important
4 (4%)

Not very
Important
18 (17.8%)

Moderately
Important
16 (15.8%)

Important
27 (26.7%)

Very
Important
36 (35.6%)

54 (53.5%)

5 (5%)

6 (5.9%)

14 (13.9%)

22 (21.8%)

3 (2.9%)

5 (4.9%)

13 (12.7%)

30 (29.4%)

51 (50%)

10 (9.8%)

24 (23.5%)

16 (15.7%)

34 (33.3%)

18 (17.6%)

9 (8.8%)

10 (9.8%)

19 (18.6%)

40 (39.2%)

24 (23.5%)

15 (14.7%)

24 (23.5%)

24 (23.5%)

28 (27.5%)

11 (10.8%)

5 (4.9%)

5 (4.9%)

16 (15.7%)

29 (28.4%)

47 (46.1%)

5 (5.0%)

8 (7.9%)

25 (24.8%)

33 (32.7%)

30 (29.7%)

4 (3.9%)

2 (2.0%)

15 (14.7%)

38 (37.3%)

43 (42.2%)
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The data in tables 4.6 and 4.7 tell the story about the participants’ experiences and drivers
for participating in an international assignment. This group of experienced international workers
placed a high level of importance on career advancement for themselves. A majority (80%) of
the respondents reported the challenge as important (37.3%) or very important (42.2%) when
considering an international assignment. An American working in the consulting/professional
services industry describes her experiences on professional cross-cultural experiences in the
following statement.
I think having other cross-cultural experiences prior to China made me successful in
China. There are a hundred different things that I could answer here, but that was the
heart of it. [Those other cross-cultural experiences] gave me the knowledge that one bad
day was really just one bad day, and that one bad cultural interaction was just one bad
cultural interaction. [If I had] a bad day, bad interaction, [I] realized it wasn’t the whole
country or the whole experience just because [I] had a bad day. Since it was the third
foreign country I had lived in, I don’t know that it ever became a Chinese experience so
much as just a different foreign experience.
Her explanation of the experience as “just a different foreign experience” shows her depth of
international travel and experiences. Through her experiences she had gained an ability to look at
the cross-cultural situation objectively.
During the Phase 1 interviews the topic of exposure to the culture prior to departure came
forward as part of the participant stories. An American based in China from the consulting/
professional services industry noted,
I think another thing is we did a lot of reading. Not travel books but even novels about
China—Amy Tan’s books, for example. She’s an American, but she has Chinese
heritage. And also reading other books or watching movies in the U.S. [prior to
departure] about the Chinese experience and getting a little bit oriented on their history
and so forth. I had traveled here 10 years ago and really fell in love with China and knew
that I wanted to come back and, at the time, never thought I’d end up working here. So I
think getting oriented on a country that you’re going to really make a big difference.
The topic of prior exposure to the culture was designed into the survey to look at the type
of and level of pre-assignment exposure the broader survey population experienced. The survey
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question used to learn about participant exposure was as follows: Thinking about your current or
your most recent experience in China, Hong Kong, Macau, or Taiwan, what level of exposure to
your host country’s culture did you have prior to your current or most recent assignment through
each of the following resources? Six different types of cultural exposure are listed in Table 4.8.
Table 4.8
Frequency and Percentage Distribution of Participants’ Pre-Assignment Exposure to Host
Country Culture (n = 100)
Exposure to the Culture
No Exposure

Some Exposure

A lot of Exposure

Type of Exposure
Organization initiated pre
departure training

61 (61.0%)

37 (37.0%)

2 (2.0%)

Self-initiated research

10 (10.0%)

63 (63.0%)

27 (27.0%)

Host country language study

64 (64.0%)

21 (21.0%)

15 (15.0%)

Chinese heritage inside family

81 (81.0%)

7 (7.0%)

12 (12.0%)

Prior travel to host country

36 (36.0%)

38 (38.0%)

26 (26.0%)

Personal relationships with
individuals from the host
country culture

39 (39.0%)

39 (39.0%)

22 (22.0%)

Over half (61%) of the participants reported having no exposure to their host country
culture by means of organization initiated training and preparation. An American formerly based
in China in the consulting/ professional services industry commented on her experience and said,
“Before I left for China and even when I arrived in China, there was absolutely no cultural
training offered by my company.” Self-initiated research by the expatriate herself is the way
most participants (90%) were exposed to their host country culture. One fourth (26%) of the
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participants received exposure by studying the host country language. An American living and
working in China in the consulting/ professional services industry described the challenge she
faced with organizational preparation and acquiring access to language skills; “I searched out
and paid for a couple of Mandarin [Chinese] lessons before I went to China, because my
company had no structure for that.” Table 4.9 describes the participants rating of their own host
country language skills before their assignment and after working and living in the host country
for several months.
Table 4.9
Descriptive Statistics (Mean Score and Frequency and Percentage Distribution of Participants’
Self-Rated Host Country Language Skills)
Language Scale

Mean Score (M)
0
1
2
3
4
5
6
7
8
9
10

Language skills before departure
(n = 99)
Frequency (Percentage)
2.27
69 (69.7%)
10 (9.8%)
4 (3.9%)
3 (2.9%)
1 (1.0%)
3 (2.9%)
0 (0.0%)
2 (2.0%)
1 (1.0%)
2 (2.0%)
4 (3.9%)

Language skills after living in-country
for several months (n = 100)
Frequency (Percentage)
3.93
19 (19.0%)
23 (23.0%)
17 (17.0%)
11 (11.0%)
4 (4.0%)
8 (8.0%)
4 (4.0%)
3 (3.0%)
1 (1.0%)
6 (6.0%)
4 (4.0%)

The survey findings show that participants reported a change in their language skills after
living and working in the host country for several months. Within the survey they were given the
opportunity to rate themselves on a 11-point scale ranging from 0 (no language skills at all) to 10
(fluent in the host country language). The statistically significant difference (t(98) = 9.326,
p = 0.00) between the before and after mean scores was 1.66. That is, the participants
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self-assessed that their language skills improved by a mean score of 1.66 overall after being in
the country for several months.
Pre-departure, or before moving to the host country, a large percentage (79.5%) reported
having had little to no skills (rating of 0-1) in the language of the country where they were
planning to live and work (China, Hong Kong, Macau, or Taiwan). An American based in China
in the arts and culture industry commented on her interest in learning the language; “I really want
to contribute, but [without language] I can’t. You just can’t do anything. Your hands are tied, and
[you feel] illiterate. I haven’t been illiterate since I was 3 [years old], but [without local language
skills] I’m illiterate here.” After living and working in the country for several months the
participants reported a change in language skills, with over half (54%) rating themselves between
2 and 9 on the 11-point scale. An American formerly based in China in the
consulting/professional services industry described how she communicated without language
skills.
One moment I can think of, I was at a train station, trying to change a ticket and most
places you go in Shanghai somebody speaks English. But I was in Beijing, and hardly
anyone spoke English, and I drew pictures and times on a piece of paper, traded it back
and forth with the ticket seller, and we arrived at a changed ticket without any shared
language.
The demographics describe the participants who contributed to this research study. A mix
of western-Anglo nationalities are represented and the four eastern host countries, heavily
represented by China and Hong Kong. The participants are seasoned and experienced in their
careers and work in a variety of industries where they have had access to different types of
benefits and reporting structures. They arrived in their host country with varying types of
exposure to the culture and language skills and they each reported on the reasons why they chose
to accept the international assignment.
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Each participant contributed to the success of this research study by sharing their
experiences, perceptions, and reflections. Each person told personal stories, provided their time,
and offered their reflective thoughts and through this they added depth to the findings. It was an
honor to review the results of each phase of research and critically assess data gathered for each
research question. This chapter began by describing how the data were cleaned, and how
accurate and usable data were created. Then the individuals who participated in each phase of
research were described.
Research Question 1
The first of three research questions was explored within all three phases of research. The
findings within each phase for Research Question 1 are split by phase: interview findings, survey
findings, and focus group findings. Research Question 1 was: What types of
relationships/resources/characteristics impact professional success of female expatriates from the
United States, Canada, United Kingdom, or Australia, who are based in China, Hong Kong,
Macau, or Taiwan?
Research Question 1 Phase 1: Presentation of qualitative interview findings. The
interview protocol (Appendix C) was used to guide the ten semi-structured interviews. The
interview questions that were tied to Research Question 1 were the following:
x

Describe a time when you felt truly successful as an expatriate, specifically in your
professional world.

x

What skills or traits do you have that made this achievement possible? How did you
learn or gain these skills and traits?

x

What resources, information, knowledge helped you get to that point of success? Did
the resources change as the assignment progressed?
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x

Tell me about the moment you knew you had truly adjusted to a different culture, the
Chinese culture.

x

Or what is your most proud accomplishment as you were adjusting to the new culture.
How did your behaviors or your thoughts or your attitudes change? What happened
and how did you know?

x

Talk to me about being resilient in a new culture and how you go about bouncing
back and moving forward. How does resiliency contribute to success in your
professional life as an expatriate or international assignee?

x

What are the resources that you have or need to be/become more resilient as a female
working cross-culturally?

x

If you could be an ideal expatriate in China, what would that look like? How would
you act or behave if you were a better version of yourself working as an expatriate in
China?

Each interview participant shared their experiences and perceptions of success. They told
stories, they reflected on how they felt, and described the factors that supported their success as
an international assignee in terms of relationships, characteristics, and resources. The ten
interviews were transcribed, names and identifiers were removed, and the narratives were
combined.
Analysis of the responses brought forth several themes around professional success in
cross-cultural situations. The most prominent themes across responses included: relying on
multiple relationships, having resiliency-based characteristics and traits, and having an informed
view of self. These themes are reviewed and statements from the interviews are provided to
express the depth of these findings.
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Relying on multiple relationships. The theme of relying on multiple individuals from
multiple cultures was discussed frequently. The following statements show their experiences
relying on a variety of relationships to support success.
One interviewee described the benefit of relying on local nationals who also have
experience in other cultures outside of their own.
I find that, in terms of local people who help me with that, often, it's people who have
themselves crossed cultures, and come back, [those] are the ones who can be more
helpful. So Chinese people who've studied abroad or lived abroad and come back who
can sort of say, "Hey, lighten up, or don't worry about it, or that's just the way it is, or let
it go," or help me understand or even point out things that I already know. And I've done
the same for others.
—American working in Hong Kong in the consulting/professional services
industry
Another interviewee noted that many people supported her success, including her local national
staff.
There were lots of different people who were supportive. When it came to getting dayto-day work done, I guess it was my two staff [local nationals]. My boss from Hong
Kong, he would never express support to me verbally. But he would tell other people
that I was doing a good job.
—Canadian working in Hong Kong in the arts and culture industry
Local national colleagues supported this interviewee by subtly integrating her into cultural norms
that she had not experienced in her home country in the west.
One particular example: when I was working on a project and I didn't know how to do a
particular function. And I said, "I don't know how to do this." She's [Chinese national
colleague] like, "Oh, no, no, no, you just forgot." "I repeated, No, actually, I just—I don't
know. I really don't know how to do this." She's like, "No, no, no, you just forgot. Here,
I'll remind you how to do it." And a lot of that went on without them even saying that I
had forgotten something. There's an idea of faith and of respect and of relationship and
these sort of [cultural] things that were being taught to me in a very sort of gentle,
generous way. And it's been a hugely necessary tool to living in China and how one is
socially, and in the workplace socially, or in the friendship realm socially, in China is
very, very important to being able to function and being happy here. So that [gentle
coaching] was a really big thing. There were these consistent attempts and successes at
integrating me that [Chinese national] coworkers served that function, and did so on their
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own. They actually took it upon themselves to integrate me in ways that I might not have
sought myself.
—American working in China in the arts/ culture industry
Another interviewee commented on how much support she received from local national
colleagues at work and local national individuals she interacted with in a club outside of work.
A [local national in the office I worked in] was unbelievably helpful to me, personally
and professionally. If there was anything I didn’t understand or anytime I needed help,
she was there, from the day I arrived. There were other younger staff members in the
office who were willing to run errands with me if I needed help, or to sort of prep me in
advance about what I might need to know before I went and tried to do something by
myself. Then those young people who came to the English Club, they were perfectly
willing, if I needed to do something on a weekend, to go with me and help me. I think
that only happened once or twice, but they were so willing. Unbelievably helpful.
— American working in China in the consulting/professional services industry
This interviewee spoke about a continuum of support between different types of relationships.
She offered an example of a foreigner expatriate who helped her navigate from a similar
perspective.
I think it’s more of a continuum. I mean I had a lot of foreign friends here [that] have
helped. There was a woman who sort of said to me, ‘So you can talk to me,’ and she
became a close friend for quite some time. And sort of helped me navigate the city a bit
from a foreigner’s point of view.
—American working in China in the arts/ culture industry
The support of groups came up during the interviews and this interviewee commented on the
book club she attended with other foreigner expatriates and the balance it offered between
socializing inside her own western culture and living in an eastern culture.
A group relationship that was really important to me . . . I joined a book club and there
were no Asians in that book club, it was all expats, but from all walks of life. Really
interesting group of all women, and I met with them once a month. And that was a nice
balance for me, to the Asian experiences I was having and to be able to talk with other
expats about it, who lived in the same local environment.
—American working in China in the consulting/ professional services industry
This interviewee discussed her expatriate friend group and the support this group offered to one
another. She also commented on the support provided by her organization’s HR Department.
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My [expat] pals. We remember [to help] each other. And so we all figured things out
together, English speaking people. And so that’s one group, they are the people that I
was hired with. The school did a really nice job of helping us out. HR did as much in
that environment as just helping us get anchored as being a typical HR Department.
They, as a matter of fact, hire an intern just to help the western staff.
—American working in China in the consulting/ professional services industry
Lastly, an interviewee commented on the mutual cultural understanding that was found between
other foreigner expatriates from western countries. They supported each other by offering ideas
and problem solving together.
I relied on other teachers. You know, we’d get together to share ideas. And generally,
they were English-speaking people from either an American or Canadian culture. So
there weren’t any barriers. We understood the issues each of us had because our cultures
are more alike than different, that is Canadian and American. So we had other teachers
or colleagues to help work through ideas. We offered different suggestions to each other
about classroom work, and generally, people were very supportive from a
morale-boosting standpoint.
—American working in China in academic/education industry
A variety of relationships supported the success of these women while they were working
and leading cross-culturally. These relationships supported them from three different
perspectives: emotional well-being, logistics, and cultural learning. The statements demonstrate
the reliance on both expatriates and host country nationals to support professional and personal
success living and working in China, Hong Kong, Macau, or Taiwan. The relationships were
primarily found through the organization they worked for and through networks. They were
individuals who were sharing the same type of cross-cultural experience or they were experts
inside that culture who also had international experience and could provide access and learning
about certain cultural nuances.
Having resiliency-based characteristics and traits. Their success could not only be
facilitated through external relationships. It was also supported by internal intrinsic factors. This
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finding came through via the comments about personal characteristics and traits that supported
success. The following statements illustrate this finding.
One interviewee shared her thoughts on being a person who looks for new experiences,
new adventures, and avoiding the routine.
I’m just not interested in warm and fuzzy and safe and comfortable and the house and
car. It's just no interest at all. I just want to keep seeing the world and having new
experiences and not having every day be the same. As an expat, that's what life can be
like. Whether you're living somewhere where you look the same as the local people or
you don't look the same, it's always an adventure.
—Canadian who worked in China in the Human Resources/ business environment
Another interviewee brought up curiosity and being truly curious and not assuming or judging
when new experiences and situations present themselves.
Being curious, you know, being truly interested and curious, [thinking] "Hmm? That's
interesting. I wonder why," as opposed to judging. I think that is, really key to both
adapting personally and getting through it personally but also in terms of professionally,
business-wise, not assuming things are done or are going to be done the same way. Or
when you find that it's not happening, being curious as opposed to judgmental or
removing that sort of judgment and [then moving] into curiosity quickly, which, again,
might be around the resilience you're talking about.
—American working in Hong Kong in the consulting/ professional services
industry
There was another comment on curiosity. This interviewee expressed her curiosity about China
and learning the Chinese language. She described her perception of China as magical and that is
what fueled her curiosity in the country, culture, and language.
An overall curiosity about China, I wanted to learn Chinese. But it was more just like,
wow, this place just kind of blows my mind, and I want to learn more about it. You
know, the food and the places and the people, I just found it all really magical.
—Canadian working in China in the arts/ culture industry
Curiosity came up again with this interviewee. She also talked about being adaptable and
flexible.
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I guess a lot of it is about being intellectually and culturally curious, having strong
interpersonal skills, being very adaptable and flexible; I think a lot of that is what
contributes to the success.
—American working in China in the consulting/ professional services industry
Another interviewee brought up openness and talked about her openness to new experiences. She
talked about her extensive travel as being part of being open.
I think I'm naturally open to diverse ideas, new ideas, new cultures, and new
environments. I like to travel a lot. The reason I like to travel all over the world is I like
to see new places, experience new things and new cultures. So I think that also helps me.
One is I like to travel around the world and when I take vacations, I don't like to go to the
same place twice. Same thing even with restaurants, I don't like to go to the same
restaurant twice. I like to try new restaurants every time. In Shanghai, there's always
new restaurants coming up so I'm always on the lookout for new places to go to.
—American working in China in the business and logistics industry
Another person talked about openness and being open to new ways of living instead of being
judgmental.
Whether this goes all the way back to personality, to upbringing, to being open, I think
there is something to that, as well, in terms of how people are wired or personality to
either be open or to be a little bit more closed. It's also that sort of not judging, being
interested versus being judgmental.
—American working in China in the consulting/professional services industry
This interviewee reflected on her perceptions of a successful expatriate. She commented on
openness and a willingness to learn and adapt and network.
A successful expat in China is open-minded, embraces new cultures, and accepts
different behaviors than their own culture. So open, accepting, embracing, curious, and
curious to learn. Is willing to learn the Chinese language. Wants to learn the Chinese
language. Willing to adapt their own attitudes and behaviors to the new environment. So
adapting to new ways of doing business, talking to subordinates, to peers, talking to
people outside of work.
—American working in China in the business and logistics industry
The most common characteristics or traits that emerged through interview data analysis
were: being curious, open, flexible, and adaptable. Through the discussion about traits and
characteristics, the participants also discussed how much resilience supported their adjustment
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and perceptions of professional success. They realized the need to be thick-skinned and have
extreme patience and resilience at the same time. The following statements are examples of this
resiliency theme.
One interviewee commented on resilience as being a differentiator of success. She noted
that resilience can be useful in cross cultural situations as well as in daily life.
Resilience really is one of the differentiators, which is something you carry and develop
and have to be aware of, but that certainly carries through, both, cross-culturally, as well
as just sort of travel and getting through daily life. But yeah, that would be a critical
element of being able to just sort of let things go, laugh at yourself, not laugh at others,
but sort of laugh at yourself, not take things too seriously, learn from mistakes. And learn
from them so that you don't repeat them, or you at least are on an improvement path.
—American working in Hong Kong in the consulting/ professional services
industry
Another interviewee discussed resilience as being able to look at the situation from a distance
and assess the situation in order to understand emotions and make changes.
Resilience is centering yourself, and you’re [being] able to step back from a situation and
just see it as a third party, like realizing that your feelings are just kind of a separate
thing, and they aren’t you, and to separate yourself from your feelings and from your
feeling of anger against someone else.
—Canadian working in China in the arts/culture industry
For another interviewee resilience was built through reflection and mindfulness. For her it was
about learning from the situation and understanding her emotions and reactions.
I build resilience through self-reflection and thinking about what I could have done
differently and how should I behave going forward. What did I learn from that? And I
think that you become better as a result of that. It's sort of your self-improvement and
self-learning so you learn from those things and then the thing is to learn from it and see
how you can do things differently going forward.
—American working in China in the business and logistics industry
Lastly, an interviewee explained resilience as not taking things personally and staying positive
about the situations she faced. She also noted that resiliency is built through coaching and
mindfulness.
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Resilience is built by keeping your word, don’t take things personally, and do the best
you can. But I think some of it, quite honestly, it comes from good therapy [and
coaching], and thinking through experiences. You know, when I tend to analyze and
think about things that happened to me or my reaction to them, it’s being purposeful, I
suppose. I’ve grown up and I’m happy. I don’t take things personally. I think maybe the
idea of rebounding or—it’s really the optimism that I have, that I am going to work this
out or I am going to figure it out, and I did.
—American working in China in academic/ education industry
Having an informed view of self. Based on the information gathered supporting personal
and professional resilience, another level of specific resilience was brought forward. This
emergent theme is the need for focus on balance, mindfulness, and informed view of self. The
following statements are an example of this informed view of oneself.
An interviewee discussed knowing oneself enough to let go of what is not needed in the
new environment and preserve those values and motivations that are most important to the core
of who one is.
Basically take in the new and let go of some of what you've been doing. And [determine]
what are you going to preserve? That "preserve" part is important because it goes after,
"Who are you? What are your basic motivations? Personality?" You have to hang on to
that through whatever cultural stuff you're going through. There are elements you've got
to maintain, and then letting go of stuff that you used to do, or you used to think was the
way things were.
—American working in Hong Kong in the consulting/ professional services
industry
Another interviewee discusses tolerance and an understanding and acceptance of the different
cultural norms in the workplace and everyday life.
Western expats, in particular, have to be kind of tolerant, but I think in a work
environment you have to understand that you’re in China. And so, things, policies,
procedures, cultural observations, et cetera, that exist here, I think to be successful you
have to be accepting and tolerant of those even if they don’t necessarily match with what
you’re used to.
—American working in China in the consulting/ professional services industry
Another interviewee commented on external validation and the fact that validation has to come
from within when working in an international setting.
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If you’re waiting for external validation, particularly, I think, on an international
assignment, that’s a tough thing. Because culturally, it’s a completely different
expectation. It has to come from within.
—American working in China in academic/ education industry
Lastly, an interviewee commented on types of expatriates and qualities she has witnessed in
both. There are qualities that push people away and qualities that draw people in. She comments
on openness and awareness versus being closed minded. She also noted that success across
cultures comes from an interest in learning and transferring knowledge to others.
I guess there are two types of successful expats. There's the person who doesn't care
about what other people think and tells them what they expect of them and are much
closed. They can be successful. They don't care if they have no understanding about
another person's culture or they have no awareness. They don't care. They just go for
what they're there to do and then they leave but they do well in the organization. They
can cope in the organization and they get promoted. Then there's the other type that's
there to have an experience and to have an experience and to learn and to transfer
knowledge and to be part of an experience and to be open-minded and want to learn more
about a culture, not cause others to lose face and not embarrass people and be respectful
of cultures and—but I've seen both. That's hard because the first type of person does
really well and you don't want anything to do with them. They're hard to be around.
They embarrass me as another expat.
—Canadian who worked in China in the Human Resources/ business environment
Therefore, the three elements that support professional success in cross-cultural
environments were studied further. These three themes that emerged from the interviews
informed the survey development.
1. Relying on multiple relationships.
2. Having resiliency-based characteristics and traits.
3. Building an informed view of self.
The interview data laid the foundation of themes, language, and categories of topics in
the survey. Narrative analysis was conducted with the interview data to inform the development
of themes for the survey where more information from a broader range of participants was
collected. Based on narrative analysis of the interview data frameworks emerged and categories
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inside the frameworks were constructed. The emergent frameworks and categories were used to
construct the survey. The survey questions were entirely based on the experiences shared and
the language used by the ten interview participants in Phase 1. Appendix D is a visual
representation of the frameworks and categories used to design the demographic survey
questions and the categories used to design the Phase 2 survey questions.
The interviews provided a foundation of data related to Research Question 1. Information
about the types of relationships, the kinds of characteristics, and the ways individual expatriates
grow was gathered. Table 4.10 is a summary of the findings uncovered by the interviews.
Table 4.10
Research Question 1 Interview Findings
Research Question 1:
What types of relationships/ resources/ characteristics impact the perceived professional
success of female expatriates from the United States, Canada, United Kingdom, Australia, who
are based in China, Hong Kong, Macau, or Taiwan?

Phase of Research

Research Findings

Phase 1 Interviews

Relying on Multiple Relationships: Balance the two cultural
perspectives (West and East), Support Success Personal and
Professional, Local Nationals and Foreigner Expatriates
Having Resiliency-Based Characteristics: Curiosity, Openness,
New Adventures, Seek Challenges, Learning Mindset, Flexibility,
Adaptability, Resilience, Future/Big Picture Focus, Positive,
Distancing Self
Having an Informed View of Self: Access to Culture Specific
Resources, Replacing Losses and Creating New, Self-Reflection, SelfMotivation, Self-Awareness, Self-Validation, Cultural Intelligence
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Research Question 1 Phase 2: Quantitative/qualitative survey results. The survey
titled “Professional Success and Cross-Cultural Experiences” contained 29 content questions.
Eight of the questions were built with a matrix design, with multiple items within each of the
matrix questions. The survey can be found in Appendix E. Both quantitative and narrative data
were collected in the survey.
Quantitative survey results. The online survey was designed and data were collected
through SurveyMonkey®. After the survey was closed, the data were exported to the data
analysis tool IBM SPSS Statistics. As noted earlier in this chapter the data were cleaned and new
variables were created prior to analysis. Perceived success was measured by separate questions at
three different points in the survey (see Table 4.11). Participants responded to three questions
measuring their perceptions of success.
1. Professional Success: When thinking about your most recent experience in China,
Hong Kong, Macau, or Taiwan, how would you rate your professional success?
2. Cultural Adaptation Success: How successful do you believe you are/were at adapting
to an eastern culture, coming from a western culture?
3. Overall Success: How successful is/was your overall international
assignment/expatriate experience in China, Hong Kong, Macau, or Taiwan?
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Table 4.11
Descriptive Statistics (Means and Frequency and Percentage Distributions) for Perceptions of
Success
Success Scale
Type of
Success
Professional
Success
n = 102
Cultural
Adaptation
Success
n = 98
Overall
Success
n = 91

Mean
Score
(M)

Not at All
Successful

Not Very
Successful

Somewhat
Successful

Moderate
Successful

Successful

Very
Successful

Extremely
Successful

4.84

0 (0.0%) 6 (5.9%)

11
(10.8%)

25
(24.5%)

20
(19.6%)

31
(30.4%)

9
(8.8%)

4.83

0 (0.0%) 4 (4.1%)

16
(16.3%)

13
(13.3%)

32
(32.7%)

26
(26.5%)

7
(7.1%)

5.18

0 (0.0%) 1 (1.1%)

12
(13.2%)

10
(11.0%)

25
(27.5%)

33
(36.3%)

10
(11.0%)

The perceived success data show that the scale with the highest mean score is Overall
Success at 5.18. The mean score of Success All Three was 4.98. Professional Success and
Cultural Adaptation Success have essentially the same mean score of 4.84 and 4.83 respectively.
The difference between the overall and professional and cultural adaptation mean scores were
statistically significant, with t(90) = 2.674, p < .01 and t(90) = 2.296, p < .05, as can be seen in
Table 4.11. This measure implies that perception of overall success was not just a function of
professional or cultural adaptation.
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Table 4.12
Bivariate Correlations Between Professional Success, Cultural Adaptation Success, Overall
Success, and Success All Three
1
1. Professional Success

2

3

1

2. Cultural Adaptation Success

.472**

1

3. Overall Success

.756**

.461**

1

.883

.768**

.873**

4. Success All Three

4

1

Note. **Correlation is significant at the 0.01 level (2-tailed). N = 102

The three independent success variables: Professional Success, Cultural Adaptation
Success, and Overall Success, were moderately to highly correlated. Cultural Adaptation Success
was moderately correlated with Professional Success (.472) and Overall Success (.461). Overall
Success was highly correlated with Professional Success (.756). As would be expected, Success
All Three (the average of the three success scores) was highly correlated with each of them: .883,
.768, and .873 respectively.
The Brief Resilience Coping Scale (V. G. Sinclair & Wallston, 2004) was used to
measure perceptions of resilience. Participants were asked to consider how the following four
statements describe their behavior while on the international assignment:
1. Creative: I look for creative ways to alter difficult situations.
2. Control Reactions: Regardless of what happens to me I believe I can control my
reaction to it.
3. Grow: I believe I can grow in positive ways by dealing with difficult situations while
working internationally.
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4. Replace Losses: I actively take action to replace the losses I encounter while in the
new environment.
Table 4.13
Descriptive Statistics (Means and Frequency and Percentage Distribution for Brief Resilience
Coping Scale Items (n = 98)
Resiliency Scale
Moderately
Describes
Me
20 (20.4%)

Describes
Me

2 (2.0%)

Somewhat
Describes
Me
5 (5.1%)

40 (40.8%)

Describes
Me Very
Well
31 (31.6%)

3.79

5 (5.1%)

4 (4.1%)

22 (22.4%)

43 (43.9%)

24 (24.5%)

Grow in
4.17
positive ways

1 (1.0%)

4 (4.1%)

16 (16.3%)

33 (33.7%)

44 (44.9%)

Replace
losses

3 (3.1%)

9 (9.2%)

20 (20.4%)

45 (45.9%)

21 (21.4%)

Resiliency
Questions
Creative
ways to alter
the situation
Control
reactions

Mean
Score

Does Not
Describe Me

3.95

3.73

The scale item with the highest (M = 4.17) mean score was: I believe I can grow in
positive ways by dealing with difficult situations and the scale item with the lowest (M = 3.73)
mean score was: I actively take action to replace the losses I encounter. The correlations in table
(4.13) show the relationship between the variables measuring the Brief Resilient Coping Scale.
As expected for this previously validated scale, the four scale items were moderately to highly
correlated (see Table 4.13). Principle Component Analysis (PCA) was run for the survey
response data for the four resiliency items and the results confirm that these four items fall into
one scale, with good reliability (Cronbach alpha equal to .784), the standard is => .70 according
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to Nunnally (1978). The resulting regression adjusted scores from the PCA were used in other
analyses for this study.
Table 4.14
Bivariate Correlations for Resilience and Brief Resilience Coping Scale Items
1
1. Resilience All (Factor Score)

2

3

4

5

1

2. Resilience Creative

.827**

1

3. Resilience Control

.840**

.576**

1

4. Resilience Grow

.848**

.573**

.683**

1

5. Resilience Replace Losses

.632**

.438**

.335**

.364**

1

Note. **Correlation is significant at the 0.01 level (2-tailed). N = 102

Narrative survey responses also spoke to the issue of resilience. One participant
discussed how friendships replace losses and build resiliency: “Friendships [with fellow
foreigners] builds resilience because it can feel like the one easy thing you have going for you,
which tends to boost your confidence and give you more strength to cut through the noise of the
rest of your challenging international life.”
Preparing for regression analysis. The variables were reviewed using bivariate
correlations. While bivariate correlations are helpful in identifying associations and relationships
between variables, multiple regression takes measures of association a step further by offering a
way to see which combination of independent (explanatory) variables influence the dependent
(outcome) variables. The first step in preparing for regression analysis is to review the bivariate
correlations between each of the independent variables to make sure they are not too highly
correlated with each other to be included in the same regression model. When highly correlated
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independent variables are included in the same regression model there is a threat of
multicolinearity and unacceptable tolerance levels. None of the independent variables for the
success or resilience models had high (=> .90) correlations with each other.
Table 4.15 shows the bivariate correlations for the variables that were entered into the
four success regression models. As previously noted, the dependent success variables are
moderately to highly correlated with each other. None of the independent variables are highly
correlated with each other.
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Table 4.15
Bivariate Correlations for Success Dependent Variables and Independent Variables and Control Variables
1
1. Success All Three

2

3

.883**

3. Cultural Adaptation
Success

.768** .472**

4. Overall Success

.873** .756** .461**

5. Mentor/Coach

.245** .300**

6. Resilience All
7. Characteristics
Support Others

9. Years Experience
International All
10. Language Before

5

6

7

8

9

10

11

1

2. Professional Success

8. Relied On All Others

4

1
1
1
.281*

1

.433** .371** .419**

.343**

.161

1

.413**

.312*

.499**

.268**

.142

.671**

1

-.004

-.021

-.166

.120

.125

.084

.025

1

.196

.189

.192

.107

-.109

.094

.167

.236*

1

.121

.036

.217*

-.006

.109

.021

.094

-.082

-.107

.100

11. Exposure Travel
Relationships
.012
.031
.008
-.056 -.001 .070 .048 .079 .008
Note. *Correlation is significant at the 0.05 level (2-tailed) level. **Correlation is significant at the
0.01 level (2-tailed). N = 102

1
.435**

1
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Table 4.16 shows the bivariate correlations for the dependent and independent variables
in the resilience regression. None of the independent variables are highly correlated with each
other.
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Table 4.16
Bivariate Correlations for Resilience and Characteristics That Describe Self
1
1.
2.

Resilience
All
Open To
Change

2

3

4

5

6

7

8

9

10

11

12

13

1
.668**

3.

Reflective

.353**

.304**

1

4.

Self-Aware

.428**

.368**

.480**

1

5.

Problem
Solver

.555**

.566**

.327**

.496**

1

Focus On
Future

.446**

.466**

.281*

.351**

.459**

1

Curious

.541**

.539**

.224*

.323**

.591**

.535**

1

.540**

.582**

.411**

.460**

.438**

.399**

.476**

1

.601**

.608**

.116

.331**

.539**

.478**

.613**

.402**

1

.450**

.465**

.060

.234*

.463**

.481**

533**

.378**

.596**

1

11. Networking

.526**

.441**

.170

.202*

.372**

.527**

.584**

.483**

.562**

.519**

1

12. Give Face

.577**

.502**

.239*

.348**

.390**

.487**

.429**

.394**

.540**

.503**

.583**

1

13. Creative

.483**

.329**

.253*

.310**

.477**

.342**

.524**

.414**

.338**

.428**

.460**

.398**

1

14. Bridge
Cultures

.522**

.429**

.183

.340**

.505**

.520**

.551**

.432**

.490**

.686**

.648**

.662**

.567

6.
7.

Contribute
To Others
9. Shift
Expectation
s
10. New
Identity

14

8.

Note: *Correlation is significant at the 0.05 level (2-tailed). **Correlation is significant at the 0.01 level (2-tailed).
N = 102

1

129
The resilience dependent variable had a moderate to moderately strong positive
correlation with all of the characteristics that describe expatriates. Resiliency positively
correlated with all of the characteristics that describe expatriates particularly with Open to
Change (.688). Have a Focus On Future (.446), Intentional about Giving Face (.577), Creative
(.483), and the ability to Shift Expectations (.601).
Table 4.17
Bivariate Correlations for Resilience and Resources Relied On by Expatriates
1
1. Resilience All
2. Books/Articles
3. Travel Guides

2

3

4

5

6

7

8

.179

1

.066

.233*

1

.321**

5. Language

.339**

.118

.166

.299*

1

.239*

.188

.039

.179

.094

.456**

.086

-.060 .201* .250* .424**

8. Reflection

.240*

-.008

.020

.031

.057

.471** .424**

9. Journals

.245*

.159

.082

.284*

.188

.400** .356** .532**

.011

.011

.221* -.058 -.024 -.243*

10. Food Guides

10

1

4. Learn History

6. Cultural
Training
7. Planning Goal
Setting

9

.454** .236*

1

1
1

-.087

1

.118

1
.186

1

Note. *Correlation is significant at the 0.05 level (2-tailed). **Correlation is significant at the 0.01 level
(2-tailed). N = 102

Resilience is correlated with Learn History of the culture (.321), Language Skills (.339),
access to Cultural Training (.239), Planning Goal setting (.456), and reflection-based journaling
(.240) and (.245).
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Multiple regression method. Multiple regression analysis was used to determine which
of the independent or explanatory variables influenced the dependent, or outcome, variables of
perceived success and resilience. Simple Linear Regression builds off of the correlations; it
determines the degree of relationship between two variables—one independent and one
dependent. Simple linear regression shows how much of the variance in a dependent variable is
explained by the independent variable.
Multiple Regression is used to show how much variance in one dependent variable is
explained by a set of independent (explanatory) variables. The dependent variable is the outcome
that is the focus of the research questions. There are two types of independent variables: control
and research. The control variables are the demographics or experience characteristics that
predate the respondents’ current international assignment and that literature suggest are related to
the dependent variable. The control variables are included in the regression model to ensure that
their contribution to the variance in the dependent variable is accounted for before looking at the
influence of the independent research variables.
Regression models were constructed for the five dependent (outcome) variables:
Professional Success, Cultural Adaptation Success, Overall Success, Success All Three, and
Resilience All. For the first four models related to success, the control variables were entered
into the first block and the independent research variables were entered into the second block.
The fifth and sixth regression models set resilience as the dependent variable and the
“individual characteristics that describe self” variables as the independent research variables.
There were no control variables entered for this exploratory analysis that sought to add definition
to the meaning of resilience. The sample size created some limitations on how many of the
thirteen characteristics could be entered into the regression run. This is due to the sample size
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being n = 100 and the need to take into consideration the confidence intervals associated with the
correlations. George and Mallery (2010) state that the sample size should be large enough to
create meaningful correlations. “The more variables involved, the larger the sample size needs to
be to produce meaningful results” (p. 194). Three “characteristics that describe self” variables
were not entered into the regression run because they had high correlations and overlapping
meanings with other “characteristics that describe self” variables. The “characteristics that
describe self” variables removed were: Open Mind, Adapt, and Accept New because they all
overlapped in meaning and had moderately strong correlations with the Open to Change variable
with correlations of (.694), (.676), and (.641) respectively.
The sixth regression model in this exploratory analysis also set resilience as the
dependent variable and the resources relied on as the independent variables. The dependent and
independent research variables for each regression are shown on Table 4.18.
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Table 4.18
Dependent, Control, and Independent Variables Used in Regression Models
Dependent Variable
Professional Success

Control Variables
Years Experience International All
Language Before
Exposure Travel Relationships

Independent Variables
Mentor/Coach
Resilience All (Factor Score)
Characteristics Developing/Supporting
Others
Relied On All Others

Cultural Adaptation
Success

Years Experience International All
Language Before
Exposure Travel Relationships

Mentor/Coach
Resilience All (Factor Score)
Characteristics Support Others
Relied On All Others

Overall Success

Years Experience International All
Language Before
Exposure Travel Relationships

Mentor/Coach
Resilience All (Factor Score)
Characteristics Support Others
Relied On All Others

Success All Three

Years Experience International All
Language Before
Exposure Travel Relationships

Mentor/Coach
Resilience All (Factor Score)
Characteristics Support Others
Relied On All Others

Resilience All (Factor
Score)

N/A

Characteristics That Describe Self:
Open to Change
Reflective
Self-Aware
Problem Solving
Focus on Future
Curious
Contribute to Others
Shift Expectations
New Identity
Networking
Gives Face
Creative
Bridge Cultures

Resilience All (Factor
Score)

N/A

Resources Relied On:
Books Articles
Travel Guides
Learn History
Language
Training
Planning Goal Setting
Reflection
Journals
Food Guides
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Variables were entered into the regression equation using the stepwise method. For the
stepwise method the criteria of .05 is set as the significance level for inclusion of a variable and
.10 as the point when the variables are removed from the equation. The variables that make no
contribution, or fall below .10 were removed from the model. The resulting models are checked
for multicolinearity by reviewing the tolerance levels. Tolerance should be close to 1.0.
Regression analyses. The multiple regression model with perception of Professional
Success as the dependent variable resulted in a model with two explanatory variables. Table 4.19
describes the model summary information. Resilience All accounted for 12.9% of the variance in
Professional Success and having a Mentor/Coach contributed an additional 6.1% in explaining
the variance of Professional Success. Total R2 was 19.0 percent, with R2 Adj = .174;
F(2,99) = 11.602, p = .0000.
Table 4.19
Multiple Regression Analysis for Influence of Variables That Support Success on Professional
Success
Model Explanatory Variables

R2

R2Adj

∆R2

∆F

p

1

Resilience All

.129

.120

.129

14.824

.000

2

Resilience All, Mentor/Coach

.190

.174

.061

7.427

.000

Standardized beta (β ) weights indicate the relative strength of the variables in explaining
the variance in the dependent Professional Success variable. Table 4.20 shows the variables that
made a contribution to explaining Professional Success and their standardized beta weights.
Resilience All is a somewhat stronger (.320) contributor than Mentor/Coach (.250)
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Table 4.20
Regression Analysis Summary for Variables That Support Success on Professional Success
B

SE B

β

t

p

Resilience All

.445

.127

.320

3.494

.001

.975 1.025

Mentor/Coach

.688

.252

.250

2.725

.008

.975 1.025

Explanatory Variable

Tol

VIF

Note. R2Adj = .174

The multiple regression model with perceptions of Cultural Adaptation Success as the
dependent variable resulted in a model with three explanatory variables. Table 4.21 contains the
model summary information. Language Before accounted for 4.2% of the variance in Cultural
Adaptation Success. Years of Experience International All contributed an additional 4.5% in
explaining the variance of the dependent variable. Characteristics Support Others accounted for
an additional 19.1% of the variance in Cultural Adaptation Success. Total R2 was 27.8 percent,
with (R2 Adj = .256 and F(3,98) = 12.595, p = .000).
Table 4.21
Multiple Regression Analysis for Influence of Variables That Support Success on Cultural
Adaptation
Model Explanatory Variables

R2

R2Adj

∆R2

∆F

p

1

Language Before

.042

.032

.042

4.357

.039

2

Language Before, Years
Experience International All

.087

.069

.045

4.913

.011

3

Language Before, Years
Experience International All,
Characteristics Support Others

.278

.256

.191

25.965

.000
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Table 4.22 shows the variables that made a contribution to explaining Cultural
Adaptation Success and their standardized beta weights (β). Characteristics Support Others
contributes the most (.446), followed by Language Before (.180), and a small (.138) for Years
Experience International All. These findings suggest that perception of cultural adaptation was
greatest when respondents had some language skills, some international experience, and felt
sufficiently comfortable to be able to help others.
Table 4.22
Regression Analysis Summary for Variables That Support Success on Cultural Adaptation
Explanatory Variable
Language Before
Years Experience
International All
Characteristics Support
Others

B

SE B

β

t

p

Tol

VIF

.087

.042

.180

2.073

.041

.978 1.023

.185

.118

.138

1.570

.120

.960 1.042

.676

.133

.446

5.096

.000

.963 1.038

Note. R2Adj = .256

The multiple regression model with Overall Success as the dependent variable resulted in
a model with two explanatory variables. Table 4.23 describes the model summary information.
One of the explanatory variables was Resilience All which accounted for 11.1% in the variance
of Overall Success. Mentor/Coach contributed an additional 4.6% in explaining the variance of
Overall Success. Total R2 was 15.7% with R2 Adj = .140 and F(2,99) = 9.207, p = .000).
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Table 4.23
Multiple Regression Analysis for Influence of Variables That Support Success Overall
Model Explanatory Variables

R2

R2Adj

∆R2

∆F

p

1

Resilience All

.111

.102

.111

12.513

.001

2

Resilience All, Mentor/Coach

.157

.140

.046

5.356

.000

Table 4.24 shows the variables that made a contribution to explaining Overall Success
and their standardized beta weights (β). Resilience All contributes the most (.300), followed by
Mentor/Coach (.216).
Table 4.24
Regression Analysis Summary for Variables That Support Success Overall
B

SE B

β

t

p

Resilience All

.356

.111

.300

3.205

.002

.975 1.025

Mentor/Coach

.510

.220

.216

2.314

.023

.975 1.025

Explanatory Variable

Tol

VIF

Note. R2Adj = .140

The multiple regression model with Success All Three as the dependent variable resulted
in a model with one explanatory variable. Table 4.25 describes the model summary information.
The one explanatory variable was Resilience All which accounted for 17.7% of the variance of
Overall Success. Total R2 was 17.7 percent with R2 Adj = .169 and F(1,100) = 21.476, p = .000.
Table 4.25
Multiple Regression Analysis for Influence of Variables That Support Success All Three

Model Explanatory Variables

R2

R2Adj

∆d2

∆d

p

1

.177

.169

.177

21.476

.000

Resilience All
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Table 4.26 shows the variables that made a contribution to explaining Success All Three
and their standardized beta weights (β). Resilience All is the only variable to contribute (.420).
Table 4.26
Regression Analysis Summary for Variables That Support Success All Three
Explanatory Variable
Resilience All
2

Note. R

Adj =

B

SE B

β

t

.441

.095

.420

4.634

p

Tol

VIF

.000 1.000 1.000

.169

Since resilience showed up in three of the four success models as explaining variance in
success, two additional regression models were run to explore which of the characteristics that
describe self and resources relied on variables contributed to Resilience All. Characteristics and
resources variables were entered in two separate regressions and no control variables were
included in either of these two exploratory regression runs. In the regression run with the
characteristic that describe self, variables, five characteristics accounted for 66.2% of the
variance of Resilience All. Table 4.27 describes the model summary information. Open to
Change accounted for 44% of the variance in Resilience All. Focus On Future contributed an
additional 11.4% in explaining the variance. Gives Face and Creative accounted for 6.2% and
2.6% respectively. Finally, Ability to Shift Expectations accounted for an additional 2% of the
variance. Total R2 was 66.2 percent with R2 Ad = .643 and F(5,92) = 36.013, p = .000.

138
Table 4.27
Multiple Regression Analysis for Influence of Characteristics That Support Resilience All
Model Explanatory Variables

R2

R2Adj

∆R2

∆F

p

1

Open to Change

.440

.434

.440

75.279

.000

2

Open to Change, Focus On Future

.554

.544

.114

24.350

.000

3

Open to Change, Focus On Future,
Gives Face

.616

.603

.062

15.094

.000

4

Open to Change, Focus On Future,
Gives Face, Creative

.642

.627

.026

6.838

.000

.662

.643

.020

5.421

.000

5

Open to Change, Focus On Future,
Gives Face, Creative, Ability to
Shift Expectations

Table 4.28 shows the “characteristics that describe self” variables that made a
contribution to explaining Resilience All and their standardized beta weights (β). Focus On
Future contributes the most (.342), followed by Open to Change (.243), Ability to Shift
Expectations (.190), Gives Face (.178), and lastly Creative (.165).

Table 4.28
Regression Analysis Summary for Characteristics That Support Resilience All
B

SE B

β

t

p

Open to Change

.286

.099

.243

2.876

.005

.513 1.948

Focus On Future

.305

.062

.342

4.928

.000

.762 1.313

Gives Face

.158

.068

.178

2.312

.023

.622 1.609

Creative
Ability to Shift
Expectations

.149

.061

.165

2.436

.017

.798 1.254

.214

.092

.190

2.328

.022

.552 1.811

Explanatory Variable

Note. R2Adj = .643

Tol

VIF
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This model of resources relied on variables accounted for 27%% of the variance of
Resilience. The multiple regression model with Resilience All as the dependent variable resulted
in a model with two explanatory variables. Table 4.29 describes the model summary information.
The first model contained the variable Planning Goal Setting which made a contribution to
explaining variance at 21.6% of Resilience All. Learn History contributed an additional 5.4% in
explaining the variance of Resilience All. Total R2 was 27.0 percent with R2 Adj = .255 and
F(2,95) = 17.591, p = .000.
Table 4.29
Multiple Regression Analysis for Influence of Resources That Support Resilience All
Model Explanatory Variables
1
2

Planning Goal Setting
Planning Goal Setting, Learn
History

R2

R2Adj

∆d2

∆d

p

.216

.208

.216

26.465

.000

.270

.255

.054

7.049

.000

Table 4.30 shows the resources relied on variables that made a contribution to explaining
Resilience All and their standardized beta weights (β). Planning/Goal Setting contributes the
most (.417) followed by Learn History (.238).
Table 4.30
Regression Analysis Summary for Resources That Support Resilience All
B

SE B

β

t

p

Planning Goal Setting

.582

.125

.417

4.663

.000

.960 1.042

Learn History

.364

.137

.238

2.655

.009

.960 1.042

Explanatory Variable

Note. R2Adj = .255

Tol

VIF
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Summary quantitative results. The quantitative results provide insight into the expatriate
experience by providing an understanding of the variables that explain the variance in expatriate
success and resilience. Success is informed by resilient characteristics and access to a
mentor/coach. Resilience is defined by five specific characteristics: Open to change, future
focus, giving face to others, being creative and the ability to shift expectations and two types of
resources: goal setting and learning the history of the host country culture. The evidence
generated by quantitative analysis has an impact on extant scholarship and cross-cultural
practice. These quantitative data were enriched by the qualitative data collected in the survey.
Qualitative survey results. The narrative data gathered in the survey was extracted and
analyzed using narrative analysis methods. First the narrative data were viewed with the
SurveyMonkey® text analysis function in order to create a visual illustration of the occurrences
of written words. The question asked was: When thinking about your current or your most
recent experience in China, Hong Kong, Macau, or Taiwan, what comes to mind as important
when you reflect on your success? Sixty nine participants wrote responses. A word cloud was
created based on the written responses to the question (see Figure 4.1).

Figure 4.1. Survey Word Cloud: Important when reflecting on success.
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The word cloud offers an at-a-glance analysis of the words or phrases that were written
about most frequently when answering this. The largest words in the word cloud were written the
most and are listed with their respective frequency and percentage distributions: Local: 17
(24.6%), Friends: 16 (23.2%), Able: 13 (18.8%), Learn: 12 (17.4%), Chinese: 10 (14.5%),
China: 10 (14.5%), Success: 9 (13.0%), Opportunities: 8 (11.6%), Important: 7 (10.1%), Adapt:
6 (8.7%), and Network: 5 (7.3%).
Another word cloud was created based on the responses written when answering this
question: When thinking about your current or your most recent experience in China, Hong
Kong, Macau, or Taiwan, if you could have access to any resources or types of relationships that
would further add to your professional success, what would those be and why would they be
helpful? Sixty one participants wrote responses. A word cloud was created using the written
responses to the survey question (see Figure 4.2).

Figure 4.2. Survey Word Cloud: Supports professional success.
The largest words in the word cloud were written the most and are listed with their
respective frequency and percentage distributions: Mentor: 17 (27.9%), Local: 13 (21.3%),
Culture: 12 (19.7%), Language: 11 (18.0%), China 10 (16.4%), Resources: 7 (11.5%),
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Challenges: 5 (8.2%), Doing: 5 (8.2%), Experience: 5 (8.2%), Hong Kong: 3 (4.9%), and Coach:
3 (4.9%).
The written responses to both questions were combined and narrative analysis was
conducted. Based on a thematic analysis of the narrative data the relationships, resources, and
characteristics that support professional success emerged. The responses noted the importance of
the relationships, resources, and characteristics that support individual growth and development.
Relationships and resources support success in several different ways, including: gaining
knowledge, understanding self, contributing to others, and changing behaviors based on feedback
and observation. They help expatriates gain culture specific knowledge through language
training, history guides, ideology, and exposure to customs and norms. They build a better
understanding of self by adopting a positive outlook, shifting personal perspectives, and
reflecting on how to maintain personal values. Relationships and resources also facilitate selfawareness by creating an understanding of the transitions and challenges present in the crosscultural experience. They focus on reflective behavior, wellness, and letting go of behaviors and
perspectives that are no longer relevant. Contributing to others is seen as a way to share
experiences and wisdom with others, mutual benefit, give to get, find connections and
similarities, create victories for others, bridging cultures, and learning through teaching.
Supportive Relationships and resources allow the expatriate to safely change behaviors by
observing others, being receptive to feedback, persevering, behaving differently. Finding their
own definition of success is important. The overall findings from the survey related to Research
Question 1 are summarized in Table 4.31.
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Table 4.31
Research Question 1 Survey Findings

Research Question 1:
What types of relationships/ resources/ characteristics impact the perceived professional
success of female expatriates from the United States, Canada, United Kingdom, and Australia,
who are based in China, Hong Kong, Macau, or Taiwan?

Phase of
Research

Research Findings

Phase 2 Survey

Relationships:
Perceived Success is highly correlated with and can be explained by
having access to a mentor/coach relationship and mentee/coachee
relationships. Having a Mentor/Coach contributed an additional 6.1% in
explaining the variance of Professional Success and contributes an
additional 4.6% in explaining the variance n Overall Success.
Characteristics:
Success is supported by being open minded, learning, adapting, being
receptive, self-awareness, a focus on personal wellness through balance,
observing and changing, and persevering
Resilience can be explained by having strong resilience-based
characteristics: Variance can be explained by being Open to change,
future focus, giving face to others, being creative and the ability to shift
expectations. These characteristics accounted for 66.2% of the variance of
expatriate resilience. Open to Change which made a significant
contribution to explaining variance at 44% of resilience. Focus On Future
contributes an additional 11.4% in explaining the variance. Gives Face,
Creative, and Shift Expectations accounted for an additional 10.8%
Resources:
Perceived cultural success can be explained by language skills, prior
international experiences
Resilience is positively correlated with learning the history, language
skills, access to cultural training, planning and goal setting, and
reflection-based journaling
Resilience can be explained by having access to two types of resources:
Planning Goal Setting explains 21.6% of variance and Learning the
History explains 5.4%.
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The quantitative and qualitative survey findings informed the creation of the focus group
discussion protocol. The focus groups were designed to confirm the findings and discuss any
unresolved findings so that the research questions would be fully and completely answered and
validated. The next section describes the focus group findings.
Research Question 1 Phase 3: Qualitative focus group findings. The focus group
participants received a report and a summary of survey data to review three days prior to their
scheduled focus group meeting date and time. The summary report is located in Appendix G.
There were two questions posed to the focus group participants that were primarily related to
Research Question 1. The first question asked the focus group participants if any of these results
particularly resonated with them, or surprised them. The next question explored items that could
help with further development of characteristics/traits that build resilience. These first questions
guided the participants to discuss their perceptions of success.
Perceived success. Participants began the discussion related to success by noting the
difficulty or expected difficulty of moving back into a western country, after being abroad in an
eastern country for a number of years. They also discussed the concept of trust and feeling
trusted by their organization and how the level of trust placed on them played a big part in their
perceptions of success. They also noticed that their definition of success changed in the eastern
host country. They discussed the dynamic between perceived Overall Success and Professional
Success and noted that the slight difference in these results, with the rating for overall higher
than for professional, could be related to the dynamic between expatriation being thought of as a
benefit, or on the opposite side of the spectrum, thinking of expatriation as a dislocation from the
rest of the world. An American formerly based in China in the Project Management/ Consulting
industry commented,
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While I mentally understood the challenges, it wasn't really until I was living there and
working in the office that I really understood and felt the challenges of not having IT
support or needing information that can only be obtained during U.S. business
hours. The people in my office just dealt with these challenges for years, they accepted
that it was a part of the company they worked for, and they found ways to work around
it.
One participant made sure to note that language ability has correlated with success for
her. She feels this way because language brings with it a deeper connection with individuals in
the host country and host culture. This individual is an American working in China in the
Arts/Culture industry, and she reflected on her experience with language,
I am integrated in the [Chinese] society because my husband is Chinese, but I’m
disconnected by the language. I’ve tried to learn but I’m not a very good linguist. For
example, with an individual I have known since 1997, I consider him a good friend,
however I have never had an untranslated [direct] conversation with him. We just don’t
have deep conversations.
An interesting concept noted was that a professional woman’s success can be impacted
by staying in the eastern host country longer than they should. Thus knowing when to leave and
return to their home country is an important balance to maintain and keep on their radar. Focus
group participants mentioned that this is something that should be part of the organizational
programming and career planning process. An Australian formerly based in Hong Kong in the
Automotive/ Advertising industry commented on this concept of overstaying on an expatriate
assignment,
Being there [in China] for five years was almost a tipping point from where being an
expatriate overseas was a benefit to becoming considered being dislocated from what is
happening in other parts of the world. Because Asia is seen as such a growth market . . .
when you think about your overall success in Asia versus your overall success [in your
career] and your ability to move into another role when you leave Asia . . . it is very hard
to go back into western countries to work if you have overstayed [or built too much of
your career] in Asia.
The focus group participants discussed the internal dynamics of organizations and how
these can affect their cross-cultural success. Whether the company maintains a U.S.-only focus
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or looks outward and appreciates a global focus has an impact on the success of team member
assigned internationally. If an organization has a U.S.-centric or European-centric mentality the
expatriate workforce can be forgotten or misunderstood. Also, if women are in leadership roles
in the organization, the focus group participants agreed that there seems to be more empathy in
the organization overall. Female leaders at the top of the organization bring a level of humanity
and added empathy to the organizational culture. Participants also commented on the presence or
absence of organizational support structures for international assignees. A lack of structure and a
lack of support systems made the experience very uncomfortable. Measures of support are
needed for success. Even though one participant had some Chinese heritage, she grew up in the
U.S. and was Americanized and looks Asian and therefore the organization assumed she would
acculturate quickly and did not need support. According to the participant this was an
inappropriate assumption.
Importance of resilience. The participants discussed how necessary resilience was to
their success working internationally. They determined that the ability to think on your own,
think out of the box, and have a creative approach to thinking about situations supported their
success. A trait that is needed and shows through in this research is that you need to be a selfstarter. An American based in China in the Arts/ Culture industry replied to another by stating,
Yes, one needs to be a self-starter, and basically this is based on what is not available to
you. You need to figure out where the issues are, retain a positive attitude about it, and be
a person that is solution-based. Then you seek out various resources either formal or
informal [to accomplish the task].
They had to be able to metaphorically get pushed down many times and then bounce back. They
recognized that an additional type of patience is needed and that it is necessary to change
behaviors in order to use and portray patience. Adjusting their own expectations of the
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experience helped with their ability to be resilient. An Australian formerly working in China in
the Automotive/ Advertising industry recommended,
Never ever ever ever assume anything in a culturally foreign environment, because if you
do, you will be wrong. Your basic assumptions based on your upbringing and your
intuition are always going to be wrong . . . you are coming from a completely different
place and upbringing.
Learning to change, learning what to do, what not to do, and learning what to say, what not to
say is all part of the experience. As an American based in Hong Kong noted, “For those that
chose to have an expat assignment (versus being assigned without necessarily wanting it)—they
do tend to be curious, and they want to learn about the cultural and explore.”
They made the suggestion to look closely at the number of years individuals spend
working internationally before their China experience. They noted this analysis could lead to
additional insights about resiliency and success. This is because, “you cannot understand how
foreign you will feel, until you feel it.” Going into the experience with foresight that your
intuition will always be wrong, and your experience in China cannot be predicted on past
practice or on the world you grew up in is key. Your comfort level will be influenced by your
former experience working and living abroad. An American formerly working in China in the
Consulting/ Professional Services industry noticed that China felt “softer” to her because of her
previous international experience working in a different culture. She recommended the use of a
Quarterly Reflection Journal and recounts how this helped her,
It helped me keep looking forward and not get stuck only in the moment . . . and it really
pushed me to think about what I could do about what wasn’t going well. Then I could
seek out someone locally and say, “Hey tell me what this means or has this ever
happened to you?” and I was able to continue making forward progress.
Based on previous international experience the need to reflect and look forward and find out
more became accessible action items.
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Expatriate work life balance. The focus group venue allowed for the participants to
express their thoughts about international work and balance. They brought forward thoughts
about professional women working internationally, and the need to allow for and find balance.
They noticed that balance is missing and it is necessary to be successful while working in a
cross-cultural environment where resiliency is constantly tested. Their experiences working in
China, Hong Kong, Macau, and Taiwan have shown them the host-country expectations of
over-working.
Most of the participants noticed and experienced the sacrifice that comes with working in
Asia. The days and weeks are much longer and much more challenging than working in their
home countries. There are unrealistic expectations for long work hours and 24/7 connectivity and
interactions with team members around the globe. Work and life often feels frantic and
participants have endured extreme levels of exhaustion. They feel as though they are rapidly
trying to get things done and stay ahead of the time zones. They feel they need to build trust by
behaving “like a Chinese” working constantly. An American based in Hong Kong in the
Academic/ Education industry commented by saying,
As I continue to grow professionally, my life balance is the first to suffer. Then, despite
feeling like I am professionally doing well, I know that I am not "well-rounded" and that
brings my overall happiness down more than I wish.
An American based in China in the Consulting/ Professional Services industry responded by
saying, “A lot of expats here experience work overtaking their lives and losing life
balance. Many expats have lives here that consistently revolve around work.”
Their experience and the expectations with international travel were extreme and abnormal for
one’s body to get used to, and an Australian formerly based in the Automotive/ Advertising
industry said, “We shouldn’t get used to such extremes!” To survive the extreme work hours and
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travel the participants had to find time away from people—at least one day per week they just
couldn’t talk to anyone. It takes a form of discipline to require time for rejuvenation of self as a
professional woman working internationally. They need balance to succeed. Table 4.32 provides
a summary of the findings from the focus groups as they relate to Research Question 1.
Table 4.32
Research Question 1 Focus Group Findings
Research Question 1:
What types of relationships/ resources/ characteristics impact the perceived professional
success of female expatriates from the United States, Canada, United Kingdom, Australia, who
are based in China, Hong Kong, Macau, or Taiwan?

Phase of Research

Research Findings

Phase 3 Focus Groups

Relationships: trusting relationships with the organization, empathy
from the organization, knowledgeable and informed global insights
from the organization
Resources: language skills build and support connections, goal
setting and planning with the organization (expectations, priorities,
length of time, connectivity, objectives), cultural exposure through
travel, reflection journals
Characteristics:
Resilience is an important characteristic to focus on and develop,
growth from challenges, taking initiative
Knowing Self: Definition of success, work-life balance and
mindfulness, understanding patience and emotional triggers, set
assumptions aside, always observing, always learning

Research Question 1 summary: Integration of results of all phases. Research question
1 required the use of narrative analysis through coding, descriptive statistics, multivariate
statistics, factor and regression analysis and narrative analysis to validate findings. Participant
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demographics were summarized and results of key themes were reviewed. Participants reported
needing the support of multiple individuals in various ways to contribute to their professional
success. The findings from the interviews were used to build the survey. An important finding in
the survey results was how important personal characteristics and resilience are to professional
success across cultures. Survey findings were used to design the discussion protocol for the focus
groups. Focus group participants validated the key findings and added personal stories to ground
the validation.
A variety of relationships supported the success of these women while they were working
and leading cross-culturally. These relationships all supported these women from three different
perspectives: emotional well-being, logistics, and cultural learning. The relationships were
primarily established through the organization they worked for, through social networks, or were
established relationships with family and friends. They were individuals with shared
cross-cultural experience or they were experts inside the culture.

Resilience emerged as a

major theme throughout all three research phases. It was defined and described through the
multiple regression models. The findings suggest that resilience plays a role in perceived success
and resilience can be developed through characteristics and resources.
The need to focus on self was another emergent theme as participants shared stories about
the challenges of their expatriate experience and the extreme expectations they are struggling to
meet. Finding ways to focus on self and grow in their understanding of self contributes to
perceived success. Table 4.33 is a summary of the findings relation to Research Question 1 from
all three phases of the research process.
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Table 4.33
Research Question 1 Overall Findings
Research Question 1:
What types of relationships/ resources/ characteristics impact the perceived professional
success of female expatriates from the United States, Canada, United Kingdom, Australia, who
are based in China, Hong Kong, Macau, or Taiwan?

Phase of Research

Research Findings

Phase 1 Interviews

Relationships: A variety of relationships that balance east and west
cultural perspectives (local nationals and foreigner expats) support
success,
Characteristics: Curiosity, Openness, New Adventures, Seek
Challenges, Learning Mindset, Flexibility, Adaptability, Resilience,
Future/Big Picture Focus, Positive, Distancing Self
Resources/Knowing Self: Access to Culture Specific Resources,
Replacing Losses and Creating New, Self-Reflection, Self-Motivation,
Self-Awareness, Self-Validation, Cultural Intelligence

Phase 2 Survey

Relationships:
Perceived Success is highly correlated with and can be explained by
having access to a mentor/coach relationship and mentee/coachee
relationships. Having a Mentor/Coach contributed an additional 6.1% in
explaining the variance of Professional Success and contributes an
additional 4.6% in explaining the variance n Overall Success.
Characteristics:
Success is supported by being open minded, learning, adapting, being
receptive, self-awareness, a focus on personal wellness through balance,
observing and changing, and persevering
Resilience can be explained by having strong resilience-based
characteristics: Variance can be explained by being Open to change,
future focus, giving face to others, being creative and the ability to shift
expectations. These characteristics accounted for 66.2% of the variance
of expatriate resilience. Open to Change which made a significant
contribution to explaining variance at 44% of resilience. Focus On
Future contributes an additional 11.4% in explaining the variance.
Gives Face, Creative, and Shift Expectations accounted for an
additional 10.8%
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Resources:
Perceived cultural success can be explained by language skills, prior
international experiences
Resilience is positively correlated with learning the history, language
skills, access to cultural training, planning and goal setting, and
reflection-based journaling
Resilience can be explained by having access to two types of resources:
Planning Goal Setting explains 21.6% of variance and Learning the
History explains 5.4%.
Phase 3 Focus
Groups

Relationships: trusting relationships with the organization, empathy
from the organization, knowledgeable and informed global insights
from the organization
Resources: language skills build and support connections, goal setting
and planning with the organization (expectations, priorities, length of
time, connectivity, objectives), cultural exposure through travel,
reflection journals
Characteristics:
Resilience is an important characteristic to focus on and develop,
growth from challenges, taking initiative
Knowing Self: Definition of success, Work-life balance and
mindfulness, understanding patience and emotional triggers, set
assumptions aside, always observing, always learning

Research Question 2
All three phases of the study also addressed Research Question 2 which was: Do formal
or informal mentor/coach-like relationships exist for professional women who are expatriates in
China, Hong Kong, Macau, or Taiwan? In what form?
Research Question 2 Phase 1: Presentation of qualitative interview findings. The
interview questions that were tied to Research Question 2 were the following:
x What relationships, or who supported your professional success? How did they help
you?
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x Would you say the relationships that supported your success were formally set up for
you by an organization or informally found and established by you?
x Who were the people who supported you or you modeled as you worked through the
adjustment?
x What types of relationships would you need to be able to bounce back from difficult
situations? Do you have access to those relationships or people currently?
x Who motivates you to continue to adjust and become more comfortable in a different
culture?
Two prominent themes were: mentor/coach relationships and developing and supporting others.
Mentor/coach relationships. Comments about mentor and coach like relationships were
subtle. The statements below provide context for the need to explore this topic further.
One interviewee revealed that she had hired her own coach to help with acculturation and
learning the language prior to departure.
We hired a coach in the US, in Minnesota, before we came. And we worked with him for
about four months [on cultural norms and language]. And he’s actually from China.
Never thought I’d end up working here. But so I think getting oriented on a country that
you’re going to really makes a big difference.
—American working in China in the coaching/ professional services industry
Another interviewee discussed an informal mentor/coach relationship she had with a local
national. Through this relationship she gained a better understanding of confusing cultural
nuances and was able to ask questions and feel comforted through enhanced knowledge.
I can't say enough how instrumental she [local national friend] has been in helping me
integrate, and not just my friendship with her, and time that we spend together. I can
always rely on her when I'm confused about something to try and sort it out, when I'm
confused about some cultural issue or confused about anything—to help me sort of work
through it as a friend.
—American working in China in the Arts/ Culture industry
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This interviewee discussed how a Mentor/Coach relationship helped her to understand the subtle
cultural elements she may have missed without this critical relationship.
Often when you’re dealing anyone [Chinese] in general, the Chinese tend to be a lot more
subtle in what they’re saying, and they won’t say things right out. And they’ll say
something that would seem, on the surface to be, from my point of view, nonsensical. I
would have to ask my friend to translate [the intention]. I understood the words [because
I understood Chinese], however did not understand what they truly meant.
—American working in China in the Arts/ Culture industry
Mentoring/coaching others. Having the chance to study the culture and feel informed
about the culture prior to departure as well as having access to individuals who will offer cultural
coaching in-country is brought forward in these stories. Not only being coached, but mentoring/
coaching and developing others is important. The opportunity to contribute to and develop others
was an unexpected emergent theme in the interview data findings. Several interview participants
commented on developing others.
One interviewee commented on how rewarding developing and preparing others to grow
in their careers was for her. She shared her perspective of the role of the expatriate in developing
and supporting succession programs.
Preparing them [local Nationals] to take the next step in their career, preparing them to go
on a project in the United States or the United Kingdom, that was really exciting and you
just felt like you had contributed to their growth and development and that felt great. It
felt good in any company, but this was just a bit more. So it was really neat to see their
growth and interest. The whole reason we go to these countries is to share our
knowledge and develop successors and to share expertise. That's the reason that we're
there. So, to actually see that work is really rewarding.
—Canadian who worked in China in the Human Resources/ business industry
Another interviewee commented on her experience in experimenting with the best way to share
her expertise to benefit others in her organization.
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I’m allowed to share my expertise with the team. And so it’s kind of sharing my own
expertise and testing it out to see, would this work? No, that won’t work. How about this
way? I think when you work in a foreign environment, you have to be willing to be open
to several possibilities until you really hit on one that fits that environment.
—American working in the consulting/ professional services industry
This interviewee described her role as being one hundred percent focused on coaching and
mentoring colleagues and team members. She describes how this focus supported her success.
I think one thing that contributed to that success was the quick adaptability that I had to
China and the Chinese culture and the cultural sensitivity that I had, so that I was
immediately able to work effectively– because all of the consultants were Chinese. So I
think just—being able to adapt readily, being culturally sensitive—this isn’t really a skill,
but I think one of the things that contributed to success was that I didn’t have a lot of
other competing priorities, my role was all about coaching and mentoring people.
— American working in the consulting/ professional services industry
Making contributions to the growth and development of others added to the perceived
success of women working across cultures. The opportunity to share personal wisdom and
expertise and coach and mentor others added to their success. Table 4.34 is a summary of
findings from the interviews related to Research Question 2.
Table 4.34
Research Question 2 Interview Findings
Research Question 2:
Do formal or informal mentor/coach-like relationships exist for professional women who are
expatriates in China, Hong Kong, Macau, or Taiwan? In what form?

Phase of Research

Research Findings

Phase 1 Interviews

Relationships:
Informal mentor/coach
Formal mentor/coach
Local national mentor/coach
Expat Foreigner mentor/coach
Mentee/coachee
Relationships and Knowledge Development:
Cultural knowledge, language, subtle cultural nuances, succession planning,
sharing expertise, growth
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Research Question 2 Phase 2: Presentation of quan/qual survey results. The first
question in the survey related to relationships was a question that asked: Thinking about your
current or your most recent experience in China, Hong Kong, Macau, or Taiwan, do/did you
have relationships (either formal or informal) with individuals who acted as mentors
(experienced, gave advice) or coaches (future-focused, challenged you to overcome barriers)
while you were on the international assignment? Over half (58.8%) of the 102 respondents said
they had an informal or formal mentor/coach while working internationally. The remaining
41.2% of the respondents said they did not have an informal or formal mentor/coach. A
statement written by one survey participant,
Although I TEACH others how to be expats, I really STRUGGLED! (I did not however
struggle when I lived in India)—sure a bit, but Beijing was very difficult, a lot due to lack
of clean air, cultural norms and lack of mentorship/support.
The survey also included a question that asked participants to rate on a scale how much
of each type of relationship they relied on during their international experience living and
working in China, Hong Kong, Macau, or Taiwan.
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Table 4.35
Frequency and Percentage Distribution of Survey Participants’ Rating of Relationships They
Relied On (n = 97)
Relationships Relied On Scale
Relationship
Spouse/Partner

Did not Rely On
48 (49.5%)

Somewhat Relied On
7 (7.2%)

Heavily Relied On
42 (43.3%)

Child/Children

83 (85.6%)

10 (10.3%)

4 (4.1%)

Other Family

62 (63.9%)

20 (20.6%)

15 (15.5%)

Expat/Foreigner
Professional Colleague

20 (20.6%)

41 (42.3%)

36 (37.1%)

Local National
Professional Colleague

26 (26.8%)

43 (44.3%)

28 (28.9%)

Mentor/Coach

56 (57.7%)

24 (24.7%)

17 (17.5%)

Expat/Foreigner Personal
Friend

24 (24.7%)

39 (40.2%)

34 (35.1%)

Local National Personal
Friend

32 (33.0%)

49 (50.5%)

16 (16.5%)

Virtual Personal Friend
Abroad

30 (30.9%)

43 (44.3%)

24 (24.7%)

Association/ Group/ Club

44 (46.3%)

32 (33.7%)

19 (20.0%)

The two ratings: Somewhat Relied On and Heavily Relied On were combined to
understand an overall relied on frequency. The type of relationship that is relied on the most
(79.4%) by survey participants is a Professional Colleague who is also an Expatriate/Foreigner.
An Expatriate/Foreigner personal friend is also relied on by the majority (75.3%) and a virtual
personal friend from their home country is someone participants relied on (69%) as well. Local
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national relationships were also relied on in both a professional (73.2%) and friendship (67%)
role. Over half (57.7%) said they did not rely on a Mentor/Coach. In order to explore this
further, those that responded “No” to having a Mentor/Coach were filtered into separate data set.
This was to determine who they relied on when they did not have a mentor/coach-like
relationship. (See Table 4.36)
Table 4.36
Frequency and Percentage Distribution of Relationships Relied On –Without and With Access to
a Mentor/Coach
Relationship
Relied On

Had Access to a Mentor/ Coach
(n = 56)

Did not have Access to a Mentor/
Coach (n = 39)

Did Not

Somewhat

Heavily

Did Not

Somewhat

Heavily

Spouse/Partner

34 (58.6%)

4 (6.9%)

20 (34.5%)

14 (35.9%)

3 (7.7%)

22 (56.4%)

Child/Children

53 (91.4%)

3 (5.2%)

2 (3.4%)

30 (76.9%)

7 (17.9%)

2 (5.1%)

Other Family

36 (62.1%)

12 (20.7%)

10 (17.2%)

26 (66.7%)

8 (20.5%)

5 (12.8%)

Expat/Foreigner
Professional
Colleague

7 (12.1%)

25 (43.1%)

26 (44.8%)

13 (33.3%)

16 (41.0%)

10 (25.6%)

Local National
Professional
Colleague

13 (22.4%)

23 (39.7%)

22 (37.9%)

13 (33.3%)

20 (51.3%)

6 (15.4%)

Mentor/Coach

17 (29.3%)

24 (41.4%)

17 (29.3%)

39 (100%)

0 (0.0%)

0 (0.0%)

Expat/Foreigner
Personal Friend

9 (15.5%)

28 (48.3%)

21 (36.2%)

15 (38.5%)

11 (28.2%)

13 (33.3%)

Local National
Personal Friend

17 (29.3%)

27 (46.6%)

14 (24.1%)

15 (38.5%)

22 (56.4%)

2 (5.1%)

Virtual Personal
Friend Abroad

16 (27.6%)

30 (51.7%)

12 (20.7%)

14 (35.9%)

13 (33.3%)

12 (30.8%)

Association/
Group/ Club

24 (41.4%)

23 (39.7%)

11 (19.0%)

20 (54.1%)

9 (24.3%)

8 (21.6%)

Relied On Scale

159
The information in this table validates the question asking if they had access to a
mentor/coach. It shows that 100% of participants who did not have a mentor/coach did not rely
on a mentor/coach, which makes sense because they reported that they did not have access to
that type of relationship. The data also show that when an expatriate does not have access to a
mentor/coach relationship these individuals either somewhat (7.7%) or heavily (56.4%) relied on
a spouse or a partner. One third of respondents who did not have a mentor relied somewhat
(28.2%) or heavily (33.3%) on expatriate/foreigner friendships, relied somewhat (56.4%) or
heavily (5.1%) on local national friendships, and relied somewhat (33.3%) or heavily (30.8%) on
friends from their home country.
Of those who answered “Yes” to the question asking if they had access to a
mentor/coach, the majority (87.9%) relied on an expatriate/foreigner professional colleagues and
over two thirds (70.7%) relied on a mentor/coach. Less (41.4%) relied on their spouse or partner
compared to those who did not have access to a mentor/coach (64.1%) relied on their spouse or
partner. A high percentage of both those who had access to a mentor/coach (72.4%) and those
who did not (64.1%) relied on a virtual friend from their home country. Both categories of
participants reported low reliance on associations or clubs.
The survey was designed for those who answered “Yes” to having a mentor/coach to
write in responses to open ended questions. The question that helped address Research Question
2 was: Thinking about your current or your most recent experience in China, Hong Kong,
Macau, or Taiwan, please describe the individual who acted as a mentor or coach in terms of
their professional career experience, industry and role, location in the world, and any other
descriptive information. Forty seven participants responded to this question. A word cloud was
created using the written responses to the survey question (see Figure 4.3).
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Figure 4.3. Survey Word Cloud: Description of mentor.
The most frequently written words were and are listed with their respective frequency
and percentage distributions: China: 15 (31.9%), Experience: 13 (27.7%), Living: 10 (21.3%),
Hong Kong: 8 (17.0%), Company: 8 (17.0%), Teacher: 8 (17.0%), Chinese: 7 (14.9%),
Supervisor: (12.8%), Assigned: 5 (10.7%), Career: 5 (10.7%), and Support: 4 (8.6%).
The written responses were analyzed and the themes related to the types of relationships
that contribute most to success emerged. The relationships most frequently written about were:
Expatriate/ foreigners also based on the host country, local nationals of the host country, a
supervisor or manager, and a spouse/partner.
x

Foreigners based in China—More experienced in their career and with prior
International work, help with networking, and collaborating

x

Supervisor/ Boss (which would be part of the percentage from professional foreigner
or professional local)—Same Company, same Industry, an individual who knows
what it takes to succeed, and is willing to share

x

Spouse/partner, other family members, or friends—who act as someone to lean on
and offer emotional support
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x

Local Nationals—Offer support with cultural norms, general navigation, and
language

Table 4.37 is a summary of the survey findings related to Research Question 2.
Table 4.37
Research Question 2 Survey Findings
Research Question 2:
Do formal or informal mentor/coach-like relationships exist for professional women who are
expatriates in China, Hong Kong, Macau, or Taiwan? In what form?

Phase of Research Research Findings
Phase 2 Survey

Mentor/Coach Relationships:
Just over half (58.8%) have an informal/formal mentor/coach
Other Relationships:
Professional colleagues who are expatriate/foreigners
Friendships expatriate/foreigners
Virtual friend from home country
Professional colleagues from local national culture
Friendships local nationals
Spouse/Partner

Research Question 2 Phase 3: Presentation of qualitative focus group findings. There
were three questions posed to the focus group participants that were primarily related to
Research Question 2. The first question asked whether they were currently supporting anyone to
grow and develop. They were able to discuss how this dynamic lent itself to their own
professional success. Next they were asked to comment on the different relationships relied on
for success and what else they would add or clarify here about relationships that contribute to
success. Lastly they were asked to make comments about anything that supported the building
and maintaining of those relationships that supported their success.
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Mentoring/coaching others. The focus group participants were adamant that helping
others develop was related to their own perceptions of success. Anything they can do to help
another, especially another expat because they feel they can share their stories and save others
from going through the hurt they experienced. They tended to extend an olive branch, because
they don’t want anyone to feel like they are isolated, since it can be so uncomfortable. An
Australian formerly based in China in the automotive/ advertising industry noted, “How much I
can help others is directly correlated with how successful I feel myself.” The culture within the
expat community is that it is your duty to help other people feel welcomed and comfortable. The
participants agreed that this was an important role they are given and take pride in continuing.
When you find out that a new expat has arrived, you meet them and then you automatically give
them “the list” of places to go, where to find what they need, and the best places to eat or see. It
felt like a great accomplishment after the initial adjustment period to be this person who guides
others. Through this experience empathy is developed and they wanted to help others feel
successful. An American based in Hong Kong in the academia/ education industry told this story
about how she found a way to develop others:
I am helping a team of high school students grow and develop, and I will say there was a
significant difference in my attitude, self-confidence, and motivation when I began
working with them rather than focusing solely on myself. There seems to be a connection
among helping others and feeling more connected to the ecosystem in which you find
yourself. The “learning companion” (Cranton, 2007) relationship encourages you to not
only look out for things that can help those you are fostering, but to keep yourself
growing to continue to help them. I feel more connected to the community, which gives
me confidence that I am not alone in this big city, and I am making a difference, which is
what I personally need to feel successful.
An American based in China in the consulting/ professional services industry noted that,
“I have a small team of two (both Chinese) that I hope I am developing and mentoring. For me,
it definitely contributes to my professional success because part of the way I define that success
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is by my leadership.” Table 4.38 is a summary of focus group findings related to Research
Question 2.
Table 4.38
Research Question 2 Focus Group Findings
Research Question 2:
Do formal or informal mentor/coach-like relationships exist for professional women who are
expatriates in China, Hong Kong, Macau, or Taiwan? In what form?

Research Phase

Research Findings

Phase 3 Focus
Groups

Mentoring/coaching Others:
Supporting new expats (both women and men) in acculturation
process
Supporting local nationals by sharing industry expertise and global
knowledge

Research Question 2 Summary: Integration of results of all phases. Research
Question 2 required the use of narrative analysis through coding, descriptive statistics, and
narrative analysis to validate findings. The findings from the interviews were used to help
develop the survey. An important finding in the survey results was that over half the participants
reported access to a mentor/coach relationship. Survey findings were used to design the
discussion protocol for the focus groups. When discussing the survey findings with focus group
participants they validated the key finding and added personal stories to ground the validation.
The focus group discussions rounded out the findings from the interviews and survey.
An unexpected twist on the relationships findings was that supporting others also
supported perceived success. Not only did the women report on their own needs for support and
having access to Mentor/Coach relationships, they also reported that helping others grow and
develop and being in the Mentor/Coach role themselves was important to their success. Table
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4.39 is a summary of findings related to Research Question 2 from all three phases of the
research process.
Table 4.39
Research Question 2 Summary Findings
Research Question 2:
Do formal or informal mentor/coach-like relationships exist for professional women who are
expatriates in China, Hong Kong, Macau, or Taiwan? In what form?

Phase of Research

Research Findings

Phase 1 Interviews

Relationships:
Informal mentor/coach
Formal mentor/coach
Local national mentor/coach
Expat Foreigner mentor/coach
Mentee/coachee
Relationships and Knowledge Development:
Cultural knowledge, language, subtle cultural nuances, succession
planning, sharing expertise, growth

Phase 2 Survey

Mentor/Coach Relationships:
Just over half (58.8%) have an informal/formal mentor/coach
Other Relationships:
Professional colleagues who are expatriate/foreigners
Friendships expatriate/foreigners
Virtual friend from home country
Professional colleagues from local national culture
Friendships local nationals
Spouse/Partner

Phase 3 Focus
Groups

Developing and Supporting Others as Mentees or Coachees:
Supporting new expats (both women and men) in acculturation
process
Supporting local nationals by sharing industry expertise and global
knowledge
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Research Question 3
Finally, the data collected for the third and last research question grew with each phase of
research. Research Question 3 was: How do mentor/coach-like relationships support professional
success for female expatriates while working across cultures?
Research Question 3 Phase 1: Presentation of qualitative interview findings. No data
was collected in the interviews related to research question three. The interviews brought
forward the need to explore this area further, and this was completed through the survey and
focus group formats.
Research Question 3 Phase 2: Quantitative/qualitative survey results. An open-ended
survey question was developed to address the question about the desired behaviors of a Mentor/
Coach. The open ended survey question was: Thinking about your current or your most recent
experience in China, Hong Kong, Macau, or Taiwan, how did those types of mentoring and
coaching relationships or resources support your success as a professional? Forty four
participants responded to this question. A word cloud was created using the responses to this
question (see Figure 4.4).

Figure 4.4. Survey Word Cloud: Mentor relationships support success.

166
The most frequently written words are listed with their respective frequency and
percentage distributions: Successful: 12 (27.3%), Support: 10 (22.7%), China: 9 (20.5%), Mentor
Professional: 9 (20.5%), Culture: 8 (18.2%), Advice: 5 (11.4%), Coaching: 5 (11.4%),
Experience: 4 (9.1%), Sounding Board: 2 (5%), Artist: 2 (5%), and Colleagues: 2 (5%).
Participants directly wrote about the need or desire for a mentor/coach relationship. They
also noted that mentor/coach-like relationships support their professional success as expatriates
in several different ways. The themes that emerged from the narrative survey data for this
question are as follows:
x

Brainstorming new ideas, advising on industry specific nuances, building networks.

x

Navigating the language and culture, defining situations, making meaning, giving
insight on culture and ideology, informing on government requirements, norms.

x

Answering questions, reminding the expatriate that she is not alone, and explaining
ambiguous situations, helping to be able to do what one loves in the new
environment, supporting the evolving of self, finding place.

x

Encouraging creativity, confidence, dreaming, patience, breaking down old
assumptions, observations, offering feedback, intuitive listening, helping you to shift
perspectives, allowing the expatriate to move forward, and challenging to test limits,
asking powerful questions, defining purpose, big picture and future focus.

Table 4.40 is a summary of the survey findings related to Research Question 3.
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Table 4.40
Research Question 3 Survey Findings
Research Question 3:
How do mentor/coach-like relationships support professional success for female expatriates
while working across cultures?

Phase of Research

Research Findings

Phase 2 Survey

Behaviors of a Mentor/Coach:
Cultural Support—advising about the culture, language, context,
policies, norms, offering guidance in ambiguous situations, letting go
of assumptions
Career Support—industry trends, networking, exploring what
professional success means for each individual, listening and
observing, offering feedback
Emotional Support—reminder that the expat experience is similar for
many (a person is not alone), coaching for personal growth and
development

Research Question 3 Phase 3: Presentation of qualitative focus group findings. There
were three questions posed to the focus group participants that were primarily related to
Research Question 3. The first question asked what was most memorable about another
individual supporting their professional success. Next they were asked to comment on the
specific actions or behaviors demonstrated by their mentor or coach. Lastly, they were asked to
talk about how they were introduced or how the relationship with their mentor/coach was
initiated.
The focus group participants discussed the need for mentor relationships and guides. The
term “guide” came up during the focus groups, and was used interchangeably with mentor/coach.
They said this concept of a mentor/coach/guide needs to be embedded in the company itself.
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Through the embedding of these relationships and thoughtfulness into the company culture, the
organization becomes more aware of what is needed by their expatriate workforce. The
organization begins to have a true understanding of the conditions the expatriates are working
within and continue to strengthen the mentorship and coaching programing offered.
Behaviors of a mentor/coach. An American formerly working in Hong Kong in the
business development/ professional services industry reported having a local national as a
mentor. He was Hong Kong Chinese and had experience working outside of Hong Kong. He was
reported to be “easy to work with and work for.” She described how this mentor/coach would
help her to build relationships as a western woman working in an eastern culture. He would help
to smooth over relationships and help her to build up credibility within the Hong Kong Chinese
culture. He helped her to gain access to local nationals who were not used to working with
foreigners or western expatriates. Collaborating and working together on relationship building
was a very meaningful aspect of the mentor/coach relationship that she valued. She noted that he
also helped her to better understand cultural nuances of Chinese culture because “getting into the
head of a Chinese was a challenge because their way of looking at life is very different” from her
western perspectives.
An American formerly in China in the project management/ consulting industry
expanded on this idea of being mentored to successfully work in and with such a different culture
by adding her story:
At one point, I attended a meeting that was mostly conducted in Chinese and I do not
speak any Chinese. Both during and afterward, my colleague ensured that I understood
the gist of the meeting—both in content and in meaning as there were some interesting
positioning things that had happened. It was actually very interesting to sit in on the
meeting and listen and watch without understanding. I found that I was able to pick up
on a lot of what was going on, but it was great to have someone to debrief with later on.
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The local national colleague acted as a mentor/coach and allowed her to experience the culture at
a deeper level by explaining the nuances, norms, and political dynamics that were at work. She
was more successful because of this relationship.
There is a different type of experience when being supported by a fellow foreigner
Mentor/Coach. An American based in Hong Kong working in the academic/ education industry
commented,
I find that if you have mentor/coach relationships with foreigners who have the same or
a bit more experience living overseas, it is very easy to connect. But if you are building
relationships with foreigners who have a lot more, or less experience than you, there is a
disconnect. Those [foreigners] who are long-term expats sometimes forget what it was
like if you are a new one, and those who are very new to expatriate life are still caught up
in the emotional, survival-instincts.
Finding the right balance of experience in the mentor/coach can be a challenge, however when it
is found it is well worth it. The relationship can be very rewarding and supportive.
An American based in Hong Kong working in the academic/ education industry shared
her story about her mentor/coach who was a foreigner and how he was able to support her during
a challenging time:
One day, I was particularly distraught and he [my mentor] sat down and listened to me
and asked me questions, never trying to make a connection to his life [or offer advice].
That was the first time that I felt truly listened to and I valued his ability to hold his life at
bay and make it entirely about my own experiences. The most important thing a mentor
can do is validate that your experiences are meaningful to you, sure they can normalize
[your experiences] with comparing it to their experiences, but once they make the
relationship about them, the [mentor/coach] relationship suffers.
Finding a mentor. When trying to find a mentor at a networking gathering it is not easy
to find a mentor when professionals are only into networking for themselves. Many times the
first question is "what do you do?" and the individual leaves shortly after because they are
looking for additional exposure to people that are better aligned with what they need. When
authentic connections do occur, an expatriate is more likely to nurture those relationships as they
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may be rare to find them while working across cultures. An American based in Hong Kong in the
academic/ education industry described her experience meeting her mentor via his online blog:
I met my mentor while searching for other information via Google. I was looking for
something else and I found his blog, he was talking about all the same things that I was
researching, so I initiated the first meeting and our relationship grew from there. It has
been mutually beneficial, but I would say meeting him was perfect timing for me. He
tended to give me connections to academic, professional, and personal arenas that I
would not otherwise have known about.
Noticing the informal mentor/coach. The participants discussed feeling lost when first
moving to another country, however noticing the informal mentor/coach experiences helps with
the acculturation process. “The most memorable thing was that people were patient with me/us.”
The community aspect of support was addressed by an American formerly based in China in the
project management/ consulting industry,
I want to add a comment about "the kindness of strangers. I found that while I didn't
necessarily consider this a formal part of my support network, I met so many people who
were willing to help me out. From the security guard in my building who had trouble
with English, but could speak Spanish and thought to ask if I did too (which helped
immensely!) to the taxi driver who didn't mind looking at my phone to see where I
needed to go. While they may not be directly involved in my professional success in the
office, they still allowed me to feel comfortable in my new home and allowed me to try to
excel in my job.
After being in the host country for a longer length of time, a community is built. This
community includes local nationals, fellow expatriates, and family members. The participants
discussed family members as informal mentor/coach role and one individual noted that virtual
support from family in the home country was difficult due to the out of sight out of mind
phenomenon. An American based in Hong Kong in the academic/ education industry noted that
“Support from family back "home" is not always felt when one is so far away. The hustle and
bustle of living in an Asian city seems to require support on the ground, and in-country.”
Therefore, spousal/partner support is very important, because of the different expectations of a
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professional woman working in China or Hong Kong. There is more travel and very long work
hours, with much less work-life balance. Focus group participants agreed that the spouse/partner
brings a dynamic that there is always one person there to pull the other through challenging
situations. Table 4.41 is a summary of the focus group findings related to Research Question 3.
Table 4.41
Research Question 3 Focus Group Findings
Research Question 3:
How do mentor/coach-like relationships support professional success for female expatriates
while working across cultures?

Phase of Research

Research Findings

Phase 3 Focus Groups
Preferred Behaviors of an Informal or Formal Mentor/Coach:
Understanding of the expatriate experience and of the conditions
created within the cultural environment, build relationships across
cultures, remove cultural barriers, provide deeper levels of cultural
understanding, coaching the person not the situation, listening and
focusing on the mentee/coachee and not on self, normalize
experiences, validate experience of the mentee/coachee, kindness
and willingness to help, create feelings of comfort
Finding a Mentor/Coach:
Needs to be on the ground and in the same host-country, Embed
programming into the organizational HR practices, Understand the
experience level of the mentor/coach and what the expatriates’
needs are in a mentor/coach, look for authentic connections, create
win-win relationship for both, look for similar goals, values, and
passion

Research Question 3 summary: Integration of results of all phases. Findings for
Research Question 3 were gathered within the survey where participants wrote their answers to
the open-ended question about their experiences with mentor/coach relationships. These
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findings were expanded upon during the focus group discussions. Table 4.42 is a summary of
findings for Research Question 3 from the survey and focus groups.
Table 4.42
Research Question 3 Summary Findings
Research Question 3:
How do mentor/coach-like relationships support professional success for female expatriates while
working across cultures?

Phase of Research

Research Findings

Phase 2 Survey

Behaviors of a Mentor/Coach:
Cultural Support—advising about the culture, language, context, policies,
norms, offering guidance in ambiguous situations, letting go of assumptions
Career Support—industry trends, networking, exploring what professional
success means for each individual, listening and observing, offering feedback
Emotional Support—reminder that the expat experience is similar for many (a
person is not alone), coaching for personal growth and development

Phase 3 Focus
Groups

The labels Mentor/Coach/Guide are used to the describe the informal and
formal relationships
Preferred Behaviors of an Informal or Formal Mentor/Coach:
Understanding of the expatriate experience and of the conditions created
within the cultural environment, build relationships across cultures, remove
cultural barriers, provide deeper levels of cultural understanding, coaching the
person not the situation, listening and focusing on the mentee/coachee and not
on self, normalize experiences, validate experience of the mentee/coachee,
kindness and willingness to help, create feelings of comfort
Finding a Mentor/Coach:
Needs to be on the ground and in the same host-country, Embed programming
into the organizational HR practices, Understand the experience level of the
mentor/coach and what the expatriates’ needs are in a mentor/coach, look for
authentic connections, create win-win relationship for both, look for similar
goals, values, and passion
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Chapter Summary and Integration of Findings
These findings demonstrate the iterative nature of mixed methods research. Research
Phase 2 (survey) was designed from the results of research Phase 1 (interviews) and research
Phase 3 (focus groups) confirmed and expanded upon the results of research Phases 1 and 2. The
findings were enhanced and the data became richer through each phase of the sequential research
approach. Analysis of the interviews, survey data, and focus groups highlight some of the
valuable relationships, resources, and characteristics that support success for female
professionals working across cultures.
The findings from this research are based on experiences of the participants, and inform
the outcomes of the study. The goal was to better understand what supports success and that
goal was met and exceeded. The participants were incredibly generous with providing stories in
the interviews, answering the survey as well as interacting with one another during the focus
groups. This study provides evidence that highlights reasons behind perceived success while
working across cultures and this evidence is available to create and lead global change. Each of
the many findings lend further insight into the complexities of cross-cultural work. The
participants described the multiple types of relationships, the resilient characteristics, the need
for self-awareness, and the cultural resources (See Figure 4.5) that should all be present for a
positive and successful expatriate experience to occur. This emergent model is discussed in detail
in the next chapter.
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Resilient
Characteristics

Self Awareness

Cultural
Resources

Multiple
Relationships

Figure 4.5. Four dimensions that support expatriate professional success.
The experiences of professional women have been explored, documented, and analyzed,
the aggregate data is prepared (see Appendix H). The interpretation and discussion of these four
emergent dimensions will occur in Chapter V.
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Chapter V: Implications and Discussion of Findings
Building professional success while working across cultures will continue to be important
in the careers of women in this world of global interconnectedness. International experiences,
including expatriate assignments, are becoming more important for a successful professional
career (Chura, 2006; Judge, Cable, Boudreau, & Bretz, 1995; Ng, Eby, Sorensen, & Feldman,
2005). Professional women working and leading across cultures must build cultural competence,
personal characteristics, and a network of support to increase their chances for a successful
international experience. “While leaders [and expatriates] do not need to know or understand
cross-cultural research and theory, they do need to be aware of the effect that culture has on their
own leadership and that of others” (Booysen, 2015, p. 244). The research findings from this
study demonstrate that cross-cultural awareness is necessary and can be developed across
multiple dimensions, in support of cross-cultural professional success.
This study was designed to fill a gap in the available global leadership and Human
Resources literature available. In addition to the implications for scholarship, the findings also
inform the cross-cultural leadership and professional practice. The aim of the research was to
address three research questions:
1. What types of relationships/ characteristics/ resources support the professional
success of female expatriates from the United States, Canada, United Kingdom, or
Australia, who are based in China, Hong Kong, Macau, or Taiwan?
2. In what form do formal or informal mentor/coach-like relationships exist or show up
for professional women who are expatriates in China, Hong Kong, Macau, or
Taiwan?
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3. How do mentor/coach-like relationships support professional success for female
expatriates while working across cultures?
Each of these three questions were addressed by the data collected. The mixed-methods research
study was designed to be sequential. The findings from each phase informed the next: Phase 1
consisted of semi-structured interviews, Phase 2 consisted of a 90-question survey, and Phase 3
consisted of facilitated focus groups. The total number of participants across all three phases of
the study was 102. Five individuals participated in all three phases of the study. The participants
were professional women from the United States Canada, United Kingdom, or Australia working
internationally in the specific host countries of China, Hong Kong, Taiwan, and Macau.
This chapter begins with a summary of key findings and each of the key findings are
interpreted according to cross-cultural leadership theories and corroborated with existing
research on expatriate assignments and success. A cross-cultural professional success model,
based on the findings, is presented and described. After the interpretation of findings, the chapter
is enhanced with an auto-ethnographic critical reflection drawing on my lived experiences as an
American expatriate living and working in China from mid-2009 to the end of 2011. It closes
with implications for scholarship and leadership practice, recommendations for future research,
and conclusion statements.
Interpretation and Discussion of Findings
Due to the three phase approach a substantial amount of information was gathered
throughout this research process. The data were analyzed at the conclusion of each phase and the
findings were used to inform the following phase. The integrated findings across all phases are
interpreted in this chapter. The interpretation of findings is situated within the four emergent
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dimensions that support cross-cultural professional success for female expatriates working in
China, Hong Kong, Macau, and Taiwan.
1. Multiple Essential Relationships
2. Culture-Specific Resources
3. Resilient Characteristics
4. Informed View of Self
Each of the four dimensions and how they corroborate or diverge from current literature and
theory are discussed in the following sections. Following the discussion of the dimensions, a
model based on the four dimensions of cross-cultural success is presented.
Multiple essential relationships. The findings tell the story about the variety of
relationships needed to create and maintain professional expatriate success. The relationships are
considered either formal or informal and exist across multiple nationalities. The balance between
formal and informal, local and foreigner, professional and personal types of relationships add
value to the female expatriate experience. The types of relationships that are relied on most by
female expatriates are described in Table 5.1 according to the two cultural perspectives (western
and eastern) and the two categories of relationships (personal and professional).
Table 5.1
Multiple Essential Relationships Matrix
Local National
Formal
(Professional)
Relationship
Informal
(Personal)
Relationship

Foreigner
Expatriate
Supervisor/ Manager Supervisor/ Manager
Team Members
Team Members
Colleagues
Colleagues
Friendships
Friendships
Spouse
Spouse

Virtual

Other

Supervisor/ Manager Networks or
Team Members
Associations
Colleagues
Friendships
Children or
other family
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From Table 5.1 it is evident that a variety of relationships support success and having
access to multiple types of relationships is essential for women working across cultures. The
definition of mentor/coach used in this study was: a relationship (either formal or informal) with
individuals who acted as mentors (experienced, gave advice) or coaches (future-focused,
challenged you to overcome barriers) while you were on the international assignment. An
Australian formerly working in China in the Automotive/ Advertising industry commented on
the need for multiple mentor/coach relationships to support her success as an expatriate,
I had two key mentors while working in China, one supported me in life and assimilating
into life as an expatriate, the other was a professional colleague who bridged the [cultural
knowledge] gap and was an exceptional support . . . he had lived in Asia for so long [he
shared so much knowledge] . . . if I had only had one of those mentors the outcome
would have been different . . . I needed that balance [and support of both mentors].
The findings corroborate the extant literature and research about the need for social and
relationship support for female expatriates (Caligiuri & Lazarova, 1999, 2002; Dupuis et al.,
2008; van der Velde et al., 2005). As well as the studies that focus on mentoring and similar
types of relationships that support the success of female expatriates (Harvey et al., 2009;
Shortland, 2011).
Any combination of the multiple essential relationships can be approached with a
mentor/coach-like mindset. The findings show that just over half (58.8%) of the individuals who
participated in the study had access to a relationship that they considered as either an informal or
formal mentor/coach-like relationship. Close to one third (29.3%) of those who had access to a
mentor/coach relationship found real value in this relationship and heavily relied on this
mentor/coach to support their success. Of those who had access to this type of relationship, more
(41.4%) relied on this mentor/coach relationship to support their success. Therefore if there are
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multiple mentors, at least one host country mentor and one home country mentor the mentoring
process can be more beneficial to supporting quicker adjustment of the expatriate.
In a study conducted by Zhuang et al. (2013) the findings indicate that the assistance
provided by mentors, from both home and host countries, facilitates expatriate adjustment in the
host country. Through mentoring and coaching relationships, higher levels of perceived success
are created. Female expatriate perceived success is highly correlated with and can be explained
by having access to mentor/coach relationships while working across cultures. This finding is
also aligned with previous research (Mezias & Scandura, 2005; Jassawalla et al., 2006). This
current study shows that 41.2% of female expatriate respondents do not have access to
mentor/coach relationships, and they somewhat relied on (7.7%) and heavily relied on (56.4%) a
spouse or partner. The second most frequently relied on relationship for those without access to a
mentor/coach was an expatriate/foreigner personal friend. Over half of the participants responded
that they relied somewhat on (28.2%) or relied heavily on (33.3%) an expatriate/foreigner
personal friend.
Opportunities for women to spend time with other women from the same home country,
or similar cultural framework, are helpful. Such relationships, with those who have successfully
completed assignments in China, will afford them the space to discuss their in-country
experiences and cross-cultural experiences (Owen et al., 2007) with an individual with shared
understanding. The next generation of female expatriates is developed based on these
mentor/mentee relationships.
In addition to relationships where the individuals involved are both from the same
nationality or cultural framework, there should also be multiple relationships with local
individuals from the host country who act as cultural liaisons. These individuals can interpret
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local behaviors, cultural norms, and expectations. It is important to maintain a strong network of
people to rely on for support and opportunity. In China, Hong Kong, Macau, and Taiwan, this
network is referred to as the guanxi network, and the “core of guanxi is the cultivation of
long-term relationships” (Gandolfi & Bekker, 2008, p. 7). In both professional and personal
lives in China
guanxi helps to tie people together, but those who do not share common guanxi are
perceived to be in a different social network. There are two major kinds of guanxi. The
first includes “inherited ties, especially those of kinship, which is an important base of
guanxi in traditional China. Another one is personal guanxi, which is usually developed
through social occasions, such as lunches, dinners, and gift giving. (Chen & Tjosvold,
2007, p. 173)
It is vital to treat each person in the guanxi network as if they are important and a necessary part
of life. Giving and receiving (and therefore owing) favors within the guanxi network is also key.
Guanxi is a relationship-driven network that supports the success of expatriates.
An American based in China in the consulting/ professional services industry commented
on how helpful and important it was to have both an expatriate friend and a local national friend
in their network of relationships,
I don’t know how else to phrase it, but you need a [local national] buddy who’s going to
hang out with you and do [local] things with you. And I also think you need an expat
buddy, somebody who’s been there before you, who can help you find things, like
somebody to cut your hair who speaks English. I never found that and I don’t know
why, but I had my hair cut by someone [at a place] down the street who only spoke
Chinese. And the same person was never there twice in a row. I just sort of gave up and
said, [I can’t communicate], so I’m going to have bad hair for two years, I can live with
that. But really, for most people that’s not going to work. So I think an expat buddy and
a [local] Chinese buddy are key to really becoming comfortable.
An expatriate friend can help find expatriate-friendly services and allows for a mutual cultural
understanding and aligned perspectives on situations. A host country national friend allows the
expatriate to experience the culture from a local perspective.
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According to Zhuang et al. (2013) “if an international enterprise can effectively establish
a comprehensive mentor-protégé plan then the expatriate can achieve the goals of [the]
assignment successfully” (p. 37). The quantitative research findings from this current study
confirm the need for a mentor/coach relationship to focus on developing and supporting
expatriate success. The mean, or average, success scores show that the success scale with the
highest mean score is Overall Success at 5.18, out of 7. The mean score of Professional Success
and Cultural Adaptation Success have essentially the same mean score of 4.84 and 4.83
respectively. The difference between the overall and professional and cultural adaptation mean
scores were statistically significant, with t(90) = 2.674, p < .01 and t(90) = 2.296, p < .05.
The qualitative findings suggest that mentor/coach relationships contain certain
behaviors, actions, and ideal components. An ideal mentor/coach has an understanding of the
expatriate experience and of the conditions created within the specific cultural environment.
They help the expatriate remove cultural barriers and provide a deeper level of cultural
understanding through intuitive listening and focusing on the individual expatriate’s needs. The
mentor/coach can normalize confusing cultural experiences and validate these experiences to
remove feelings of isolation. They offer advice about the culture, provide support with the local
language, and give insights into the cultural context surrounding situations. They may be more
knowledgeable about the local policies, business processes and norms, and offer guidance
through ambiguous cultural and professional situations.
A mentor/coach is willing to help the expatriate by focusing on the needs of the
individual and not telling or directing them what to do. The mentor/coach helps to create feelings
of comfort through appreciative reflection and goal setting. They coach them in the process of
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letting go of deeply embedded assumptions. Booysen (2015) summarizes the cross-cultural
coaching experience:
In cross-cultural coaching, the [mentor]/coach helps the coachee through a process of
assessment, challenge, reflective and reflexive questioning, and support to make sense of
how culture influences [her] own beliefs and behaviors and that of others [she] works
with. It also addresses how new cultural-rich meaning can be integrated into existing
paradigms to enhance learning, understanding, and sense making to develop new ways of
seeing. (p. 242)
This cross-cultural coaching offers an opportunity for deep personal growth and development.
An American based in Hong Kong working in the academic/ education industry shared her story
about how her mentor/coach was able to support her to reflect on her experiences during a
challenging time:
One day, I was particularly distraught and [my mentor] sat down and listened to me and
asked me questions, never trying to make a connection to his life [or offer advice]. That
was the first time that I felt truly listened to and I valued his ability to hold his life at bay
and make it entirely about my own experiences. The most important thing a mentor can
do is validate that your experiences are meaningful to you, sure they can normalize [your
experiences] with comparing it to their experiences, but once they make the relationship
about them, the [mentor/coach] relationship suffers.
An informal or formal mentor/coach can also provide professional career support by
sharing their experience and wisdom related to industry trends and professional networking by
demonstrating how to build relationships across cultures. They have the interest and the ability to
encourage exploration about what professional success means for the individual expatriate. They
listen to the expatriate’s career objectives, observe their behaviors, and offer constructive
feedback. A formal mentor/coach inside the same organization can foster trusting relationships
between the expatriate and the organization bridging the cultural divide by developing
knowledgeable and informed global insights by and with the organization.
In addition to finding a mentor/coach for themselves, female expatriates can benefit from
being a mentor/coach to others, or having a mentee/coachee. The findings were surprising and
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somewhat disconcerting because close to half (41.2%) of participants did not have access to a
mentor/coach-like relationship. This is especially concerning since both the extant literature and
the current findings highlight the importance of such relationships. Supporting others has a
positive relationship with respondent perceived expatriate success as well as resilience and
explains (19.1%) of expatriate cultural adaptation success. Therefore this is a key strategy to put
into practice as a female expatriate or as an organization updating global programming.
Supporting new expats (both women and men) during their acculturation process in the local
environment brings with it feelings of value and contribution. An American formerly working in
Hong Kong in the business development/ professional services industry experienced this sense of
duty toward others,
The initial adjustment was very difficult, and then once I got through it I had such a
sense of accomplishment and appreciated it so much that I wanted to help others who
were coming in new [to Hong Kong] to adjust . . . this is because of the empathy I
developed during [my own] initial adjustment.
Another way to support others is by co-creating development plans with local nationals. By
sharing their own industry expertise and global knowledge the expatriate can leave their own
legacy within the global context.
Finding a mentor/coach can be done by a variety of methods. Mezias and Scandura
(2005) conducted research about international mentoring and identified host country mentors and
home country mentors as the two most impactful sources of mentoring for expatriates. Taking
time to build trust with local national partners and key decision makers allows female expatriates
to develop a shared understanding in relationships from the very early stages of the assignment
(Owen et al., 2007). There should be mentoring and coaching programming embedded into the
organizational practices.
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Over half (61%) of the participants reported having no exposure to their host country
culture by means of organization initiated training and preparation. An American formerly based
in China in the Consulting/ Professional Services industry commented on her experience and
said, “Before I left for China and even when I arrived in China, there was absolutely no cultural
training offered by my company.” Self-initiated research by the expatriate herself is the way
most participants (90%) were exposed to their host country culture. One fourth (26%) of the
participants received exposure by studying the host country language. An American living and
working in China in the consulting/ professional services industry described the challenge she
faced with organizational preparation and acquiring access to language skills; “I searched out
and paid for a couple of Mandarin [Chinese] lessons before I went to China, because my
company had no structure for that.”
By relying on networks and associations the expatriate can intentionally look for
authentic connections to cultivate a mutually beneficial relationship for both parties.
Mentor/coaches have been found through social media by reviewing profiles of individuals who
seem to embody similar goals, values, and passions. Long-term relationships are valued in a
collectivistic society, such as China, Hong Kong Macau, and Taiwan, as compared to an
individualistic society, such as the United States, Canada, United Kingdom, or Australia. This
recognition of historic and embedded social norms is knowledge that can be gained through
culture-specific resources.
Culture-specific resources. There are complex cultural and societal norms that exist
when working in China, Hong Kong, Macau or Taiwan. When expatriates work in the east there
may be situations where two individuals are working together and know very little about each
other’s culture, cultural history, and each other’s embedded values and beliefs. An expatriate

185
experiences the differences in the way society functions and includes: government policies,
social regulations, relationship-building behaviors, and respecting hierarchical structures.
Western cultures are more individualistic and have a greater concern for self than eastern
cultures which are more collective in nature and have more concern for the group. Kluckhohn
and Strodtbeck (1961) describes relationships among people and notes the difference between
individualism and collectivism. Individualism places value on individual needs, freedom,
personal equity, and recognition and collectivism looks at the needs and interests of the whole
group, promotes saving face, obedience, and equality in work distributed among the group.
Although Eastern (Confucian Asia) and Western (Anglo) societal values differ across many of
GLOBE study’s nine dimensions, these two clusters show diverging practices in relation to InGroup Collectivism and Institutional Collectivism measures. The primary difference based on
the findings is that the people of (Confucian Asia) China, Hong Kong, Macau, and Taiwan may
strive to do what’s best for their company, country or family more than those in (Anglo)
Australia, Canada, United States, and United Kingdom, who do what’s best for themselves and
their immediate family.
Culture-specific resources that bridge or close the gap on these differences include:
guides, learning the history, language context, language skills, and lessons about societal norms.
These resources are each important to review and understand because the cultural environment
of a country affects the success of female expatriates (Sinangil & Ones, 2003; Stroh et al., 2000;
Vance & Paik, 2001; Varma et al., 2006). Culture-specific resources can shed light on
culture-specific values, as in China “family and relationships [are] the center of the Chinese way
of life” (Gandolfi & Bekker, 2008, p. 9). There is an overall sense of social stability, trust, a
strong respect for authority, a focus on harmony and balance, favors given and taken,
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collectivism, and a duty to support one another through important life moments. Chinese society
is heavily based on “mutually reinforcing harmonious traits” (Gandolfi & Bekker, 2008, p. 6)
and therefore understanding the context behind why maintaining multiple essential relationships
is an important aspect of culture-specific resources.
In most situations an expatriate would be expected to change their own behaviors and
actions to align with the host country norms. As one participant noted, “these specific cultural
situations are not something we tend to deal with in the west.” These differences “in perspectives
and behaviors can be hard to understand, confusing, or just seem wrong” (Hannum et al., 2010,
p. 1). Culture-specific resources help with the cultural adaptation process.
An American based in Hong Kong from the academic/ education industry told a story
about meeting a local Chinese national who had also traveled abroad to the United States They
were able to exchange stories and discuss the differences between each of their cultures and the
associated norms:
We compared experiences and bonded over the shared frustrations and culture shocks. I
think it was a unique exchange because we were both "venting" about the opposite
culture in a respectful, comical way. We both were able to laugh and say, "Yep that is my
culture!" as a response to our gripes about the opposite culture.
The current research findings show that having access to local language skills explains
4.2% of the variance in perceived cultural adaptation and prior international experiences explains
4.5% of perceived cultural adaptation. Learning about the local history, developing language
skills, and having access to cultural training all support the expatriate’s level of resilience. The
survey findings show that participants reported a change in their language skills after living and
working in the host country for several months. Within the survey they were given the
opportunity to rate themselves on a 11-point scale ranging from 0(no language skills at all) to 10
(fluent in the host country language). The statistically significant difference (t(98) = 9.326,
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p = 0.00) between the before and after mean scores was 1.66. That is, the participants
self-assessed that their language skills improved by a mean score of 1.66 overall after being in
the country for several months.
Female expatriate resilience can also be explained by having access to two types of
resources. Regression analysis showed that opportunities to learn about the cultural history
accounted for 5.4% of variance and opportunities to plan and engage in future-focused goal
setting accounted for 21.6% of resilience. By gaining an understanding of the history of the host
country, expatriates would learn important embedded values and beliefs, for example,
“Confucius believed that any extreme ideas would lead people astray and create disorder in
society, and therefore urged people to control their emotions and refrain from desires in order not
to lose insightfulness and the ability to remain obedient to one’s superiors under all
circumstances” (Fu et al., 2008, p. 879). Having an understanding of historical teachings and the
Confucian social system in China affects the experience and the success of female expatriates
living and working in China, Hong Kong, Macau, and Taiwan.
Supporting language skills and offering resources are key strategies that support
expatriate success, however Dickmann, Doherty, Mills, and Brewster’s (2008) note that often
organizations are underprepared and underestimate the need for resources that support cultural
adaptability, work/life balance considerations, and career development aspects. Culture-specific
resources impact both resilience and the expatriate’s perception of success. Perceived success
and resilience are highly correlated. Understanding and building specific characteristics and traits
adds value to another dimension of cross-cultural professional success.
Resiliency-based characteristics and traits. The findings suggest that there are specific
intrinsic characteristics that support perceived success of female expatriates. Participants
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reported the following: curiosity, openness, new adventures, seeking challenges, a learning
mindset, flexibility, adaptability, future focus, positive attitude, receptive, self-awareness, a focus
on personal wellness through balance, observing and changing based on cultural norms,
persevering, and an ability to distance oneself from the situation. The findings specific to
characteristics are in line with Konopaske and Werner’s (2005) research which found that an
adventurous personality characteristic is related to willingness to accept an international
assignment. Based on the data collected by the participants of this study, perceived success is
positively correlated with and can be explained by two specific characteristics: resilience and an
ability to support and develop others. The survey scale item measuring resilience with the
highest mean (M = 4.17) score was: I believe I can grow in positive ways by dealing with
difficult situations. An American formerly working in Hong Kong in the business development/
professional services industry describes how important resiliency is to an expatriate,
When you are working overseas, particularly, in Asia others don’t understand unless they
have been in that environment working, even if you are in a big company and there are a
lot of people around you, it is a foreign country. It was the first time in my life that I felt
like a minority . . . I really had to learn to think on my own, make decisions on my own,
know when to contact someone and when not to, . . . using resiliency, being
creative . . . if those weren’t a strength, the expatriate would be unhappy or unsuccessful.
Resiliency is an important characteristic for expatriates since so much of the experience
is surrounded by work and cultural stress (Fischlmayr & Kollinger, 2010; Kraimer & Wayne,
2004; Mathur-Helm, 2002). Expatriate resilience can be enhanced by developing strong
resilience-based characteristics which include: Open to change, future focus, giving face to
others, being creative and the ability to shift expectations. Research findings from Huang, Chi,
and Lawler (2005) supports the importance of characteristic of openness in expatriates. In their
study, openness was positively correlated with work adjustment and general living adjustment.
Openness to experience supported work adjustment whereas openness to the environment
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supported general living adjustment. An American working in Hong Kong in the
consulting/professional services industry commented on resilience as being a differentiator of
success. She noted that resilience can be useful in cross cultural situations as well as in daily life.
Resilience really is one of the differentiators, which is something you carry and develop
and have to be aware of, but that certainly carries through, both, cross-culturally, as well
as just sort of travel and getting through daily life. But yeah, that would be a critical
element of being able to just sort of let things go, laugh at yourself, not laugh at others,
but sort of laugh at yourself, not take things too seriously, learn from mistakes. And learn
from them so that you don't repeat them, or you at least are on an improvement path.
Based on the regression analysis in this study, the multiple regression model used with
Resilience All as the dependent variable resulted in a model with five explanatory variables. The
first model contained the variable of openness to change, which made a significant contribution
to explaining variance at 44% (∆R2) of Resilience All. In the second of the five models having a
focus on the future was added and it contributes an additional 11.4% in explaining expatriate
resilience. Subsequent models added the characteristics ability to give face and being creative
which accounted for 6.2% and 2.6% respectively of resilience. The last variable to be entered
was an ability to shift expectations and this accounted for an additional 2% of the variance. The
total R2 was 66.2 percent and the final multivariate statistics regression model accounted for
64.3% of the variance (R2 Adj = .643; F(5,92) = 36.013, p = .000) in resilience scores for expatriates.
Female expatriates working across cultures experience the importance of giving “face” as often
as possible. The concept of “face” is Chinese in origin (Ho, 1974), and is tied to the concepts of
offering great respect, prestige, honor, and upholding another individual’s reputation at all costs.
The concept of face, though highly abstract, is treated by the Chinese as something that is
tangible (Gandolfi & Bekker, 2008, p. 8). The concept of face is not prevalent or tangible inside
western cultures, therefore a high acuity of cultural intelligence becomes a necessity to support
the success of the expatriate.
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Regression analysis also showed that having access to culture-specific resources also
influenced resiliency and accounted for 25.5% of the variance. Resources that encourage and
define planning and goal setting exercises explained 21.6% of the variance in resiliency. Then
resources that promote learning about the host-country history was added and it contributes an
additional 5.4% in explaining resilience. The characteristic of being a good problem solver and
actively taking part in problem solving activities was also found to be helpful for expatriates in
the research of Feldman and Thomas (1992), and Makela and Suutari (2011).
A Canadian formerly based in China in the business administration/ Human Resources
industry commented on the importance of being open, having a learning mindset, and respecting
the host-country and culture:
Successful Expatriates are there to have an experience and to learn and to transfer
knowledge and to be part of an experience and to be open-minded and want to learn more
about a culture, not cause others to lose face and not embarrass people and be respectful
of cultures.
Thus, having a growth and learning mindset and working with a Mentor/Coach to create plans
and actionable goals to improve upon openness to change and shifting focus to the future are the
recommended methods to develop resilience and increase cross-cultural professional success.
A conceptual model was designed based on the strong findings related to the
characteristics and resources that account for and explain expatriate resilience. This model
incorporates the regression analyses and findings on the importance of resilience for expatriate
success. Figure 5.1 illustrates how developing specific characteristics increases resiliency in the
expatriate. Resilience and mentor/coach relationships ultimately support success, which leads to
a positive expatriate experience for the individual.
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Figure 5.1. Developing resilience-based characteristics for expatriate success.
An American working in China offered thoughts on building resilience, “[Resilience is
developed through] self-reflection and thinking about what could have [been] done differently
and how to behave [differently] going forward . . . It's a self-improvement and self-learning
[process].” The findings of this study indicate that the process of developing these
resilience-based characteristics can be accomplished and supported by an informed view of
oneself.
An informed view of self. The extant literature also suggest that when individuals are
working across cultures they go through transformations in their identity. These changes affect
the expatriate’s sense of self and their behaviors and actions. (Andreason & Kinner, 2005; Boies
& Rothstein, 2002; Nasholm, 2009; Starr, 2009). The findings in this current research suggest
that an informed view of self supports perceived success of female expatriates and this informed
view could alleviate the emotional demands related to transformations in identity and
corroborates previous studies on the role of self-reflection and cross-cultural awareness as factors
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influencing success of expatriate assignments (Cole & McNulty, 2011; Fischlmayr, 2002;
Janssens et al., 2006; Selmer & Leung, 2003a, 2003b; Tung, 2004).
This informed view is developed through several exercises led by a mentor/coach or as a
self-reflection activity. Cross-cultural self-awareness is an aspect of this informed view of self.
Having an informed view of self allows the expatriate to internalize the new behaviors and
norms and let go of several that have become unnecessary in the new environment. According to
Selmer (1999), using problem-focused coping strategies such as having a better understanding of
one’s feelings and reactions helps to alleviate misunderstandings. This aligns with the need for
an informed view of self to support understanding during interactions with host-country nationals
and an acceptance that misunderstandings will occur.
Determining the elements and values to preserve is important because it defines self at
the core. It takes into consideration core motivations and valued characteristics. Holding these
elements close through challenging cultural dynamics supports success. This act of maintaining
core values and letting go of irrelevant thoughts or behaviors is a delicate balance that can be
best managed with an informed view of self. Multiple international assignments and exposure to
multiple cultures can enhance the development of an informed view of self and the following
related competencies: crystallized view of values and identity, an understanding of personal
strengths and weaknesses, clearer career interests, and enhanced self-awareness (Dickmann &
Harris, 2005; Makela & Suutari, 2011). An Australian formerly working in China in the
automotive/ advertising industry commented on assumptions and self-awareness,
Never ever ever ever assume anything in a culturally foreign environment . . . because if
you do, you will be wrong. Your basic [cultural and behavioral] assumptions based on
your upbringing and your [cultural] intuition are always going to be wrong . . . you are
coming [into the new cultural environment] from a completely different place and
completely different upbringing.
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Along with maintaining personal values and letting go of norms there is also significance
in defining what personal success means inside this new cultural context. Spending time defining
and understanding emotional triggers and defining and understanding oneself inside the new
cultural context is valuable. An American based in China in the consulting/ professional services
industry commented on the intentional focus on maintaining personal values and activities:
Whatever it is you liked doing in your regular life, if you like to read, if you like to paint,
if you like to walk, if you like to run, find a way to keep doing that, but with a Chinese
twist to it. So that you get an appreciation for whatever that hobby or that love you have
in your life, find out how that works in the [new] Chinese [context of] life.
Defining what it means to feel validated and creating and understanding of what it means to stay
motivated as an expatriate is also key. An American based in China in the academic/ education
industry commented: “If you’re waiting for external validation, particularly, I think, on an
international assignment, that’s a tough thing because culturally, it’s a completely different
expectation. It has to come from within [through an informed view of self].”
The research findings on the informed view of self aligns with the theory of the ladder of
inference (Senge, Kleiner, Roberts, Ross, & Smith, 1994, p. 245). The ladder of inference theory
states that individuals’ begin to observe their surroundings and gather real data through lived
experiences, which informs the view of self. Expatriates select and observe data and experiences
they are paying attention to. Then they affix meaning, develop assumptions, come to
conclusions, and develop beliefs based on the data they are paying attention to. Newly formed
beliefs are the basis for action and behaviors in the cross-cultural experience. There is a continual
feedback loop and reflection process in this experience of gathering data. An informed view of
self allows for additional inquiry, advocacy, and reflection within the cross-cultural context,
which enhances meaning making.
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An expatriate may be prone to making false inferences influenced by beliefs and past
experiences from their home country and national culture. Exercises in reflection, advocacy, and
inquiry will help to keep the expatriate from making false assumptions. Reflection can be used to
review how false inferences and assumptions are being made, then advocacy can build upon
reflection by making these inferences and assumptions more visible to others, and lastly inquiry
with host country nationals or mentor/coaches about norms and behaviors can supply additional
data from which to draw more accurate conclusions. Figure 5.2 illustrates the iterative exercise
of reflection, advocacy, and inquiry which can support expatriate success through an informed
view of self.

Reflection

Advocacy

Inquiry

Figure 5.2. Reflection, advocacy, and inquiry exercise (based on the ladder of inference by
Senge et al., 1994).
The ability to adapt across cultures is enhanced through humility and personal identity
(Thomas, 2002). The ability to maintain personal identity and humility demonstrates a sense of
self-efficacy. Self-efficacy is defined as the persistence in attempting to attain a desired outcome
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in the face of obstacles and mistakes (Vroom, 1976) and continue to persist in accomplishing a
goal. A conscious focus on mindfulness and self-reflection is helpful to keep the expatriate
balanced and on a path toward desired outcomes for a successful international assignment. An
American formerly working in China in the consulting/ professional services industry utilized
this process of reflection, advocacy, and inquiry and noticed that China felt “softer” to her
because of her previous international experience working in a different culture. She
recommended the use of a quarterly reflection journal and recounts how this helped her,
It helped me keep [reflecting on experiences and then keep] looking forward [toward the
future] and not get stuck only in the moment . . . and it really pushed me to think about
[and advocate for change] about what wasn’t going well. Then I could seek out someone
locally and [inquire and] say, “Hey tell me what this means or has this ever happened to
you?” and I was able to continue making forward progress [through the iterative process
of reflection, advocacy, and inquiry].
There is evidence through the extant literature and theory that an individual’s ability to
adapt and appreciate another culture is trainable. Development and growth happens through
experience with customs, norms, and beliefs of other cultures, and is based on social learning
theory (Bandura, 1977; Black & Mendenhall, 1990). Social Learning Theory (SLT) integrates
cognitive and behavioral learning theories and notes that learning is affected by both observation
and experience (Bandura, 1977).
Findings from this research state that successful expatriates focus on always observing
and always learning. Adopting a growth mindset is one way to continue to develop an informed
view of self as an expatriate. Dweck (2006) defines the difference between a fixed mindset and a
growth mindset. The fixed mindset measures ability right now (fixed) and projects it into the
future. The growth mindset is based on the belief that individual qualities are cultivated and
developed through effort. Expatriates can change and adapt by adopting a growth mindset about
their cross-cultural experiences.
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Cross-Cultural Professional Success Model
Based on the literature review conducted for Chapter II a summary model of support was
designed. One objective of this research study was to use the findings to revise and expand upon
the theoretical model (See Figure 5.3). The extant literature about expatriate relationships and
cultural resources (Harvey et al., 1999; Javidan & House, 2001; Mendenhall, 2006; Mezias &
Scandura, 2005) was reviewed along with the findings about expatriate adjustment and resilience
(Caligiuri, 2000; Ronen, 1989; Thomas, 2002; Vroom, 1976) as well as the studies that reported
on expatriate success (Altman & Shortland, 2008; Caligiuri et al., 1999). From the rigorous
literature review an integrated sequential model was created. The model was designed as a
foundation to be updated and changed by incorporating the lived experiences of the research
participants.
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Figure 5.3. Expatriate support model transformed through the research study.
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The current research was used to enhance, change, transform and update the theoretical
model by incorporating findings and the data collected based on participants’ lived experiences.
The quantitative data was used to enhance the model and develop the emergent dimensions of
resilient characteristics and multiple essential relationships. Resilience and access to a
mentor/coach accounted for 17.4% of the variance (R2 Adj = .174; F(2,99) = 11.602, p = .000) in
success scores, and accounted for 14.0% of the variance (R2 Adj = .140; F(2,99) = 9.207, p = .000)
in overall success scores. Resilience was specifically found to account for 12.9% of the variance
of perceived professional success and 11.1% of overall success by the expatriates who
participated in the study. Mentoring and coaching relationships were found to contribute an
additional 6.1% in explaining perceived professional success and 4.6% in explaining overall
success.
Language skills, prior international experience, and the opportunity to support others
accounted for 25.6% of the variance (R2 Adj = .256; F(3,98) = 12.595, p = .000) in scores of the
perception of Cultural Adaptation Success. Language skills accounted for 4.2% of the variance
of cultural adaptability success. Prior international experience contributes an additional 4.5% in
explaining the variance; however the opportunity to support others contributed the most to
Cultural Adaptability Success. Supporting others accounted for an additional 19.1% of the
variance, for a total of 25.6% of Cultural Adaptation Success being described by these three
variables.
After analyzing the data from the current study, incorporating both the qualitative and
quantitative findings, and reviewing the alignment of the literature that focuses on the role of
mentors, expatriate socialization, adjustment and career development in a different culture
(Chao, 1992; Harvey et al., 1999; Feldman & Bolino, 1999; Johnson et al., 2003; Mezias &
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Scandura, 2005; Ragins et al., 2000; Sanchez, Spector, & Cooper, 2000; Shaffer, Harrison, &
Gilley, 1999). The challenges faced by expatriates as they focus on their mission of leading and
working cross-culturally include socialization to the new environment, concerns related to career
development, and a constant struggle with new and very different cultural norms (Adler, 2008;
Caligiuri, 1999; Hofstede, 1999; 2005; Javidan & House, 2001; Woodall, 2005). The model was
restructured and reorganized according to four emergent dimensions of success. Figure 5.4
illustrates the emergent dimensions of cross-cultural professional success. The model was
changed in several ways based on the research findings. First the sequential process was updated
to an iterative circular model. The two areas that support expatriate success were updated to
include the four emergent dimensions that support success. Lastly instead of the destination
being success, the process of feeling successful is an iterative integrated process that is
continually redefined according to changes in each of the dimensions of Cross-Cultural
Professional Success.
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Figure 5.4. Dimensions of cross-cultural professional success.
The use of the four dimensions of cross cultural professional success will look slightly
different for each expatriate. The need to rely on each of the four dimensions either heavily or
lightly will greatly depend on prior cross-cultural experience or exposure to the host culture and
access to relationships. The following section is an auto-ethnographic reflection on experiences
by the author of this research study, using the framework provided by the Cross-Cultural
Professional Success model.
Auto-Ethnography: Reflections on Cross-Cultural Professional Success
My experience as the researcher in this study was unique since I could have been one of
the research participants myself. I experienced an expatriate assignment in China from August
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2009 through November 2011, and my home country is the United States. I fit the demographic
profile for this research study. I worked in a professional role and led a team while in China. I
experienced the cultural environment as a female from a western culture with a western
perspective. I reported directly to an expatriate from a western culture and all of my team
members, who reported to me were Chinese nationals. I arrived in China with less than one year
of prior international experience and little to no Chinese language skills. I myself experienced
the four dimensions of the Cross-Cultural Professional Success model. The next sections
describe my experiences accessing culture-specific resources, finding and maintaining multiple
essential relationships, developing resilience-based characteristics, and growing and knowing
myself in order to make meaning out of these new experiences.
Multiple essential relationships that supported my success. The first exposure I had to
essential relationships came from within the organization and the reporting structures. I reported
to the VP in China who was an expatriate from Australia, and I had a dotted line reporting
relationship to a VP in our Singapore office who was French. They were both long time
expatriates and therefore had long time expatriate perspectives. They were both disconnected
from the initial culture shock and dramatic shifts in perspectives that I was experiencing as a new
expatriate. I was lucky enough to have an amazing team of individuals who were Chinese
nationals, and they are the individuals who supported my success the most. An entry from my
personal journal describes this relationship: 23rd of August 2009, Day 14 in China.
My Chinese team members and colleagues truly want me to succeed. They are quick to
answer questions and give me what I need to feel successful. They are all trying to help
me feel safe and comfortable. They even helped me find and purchase laundry soap. It
was so simple, yet I was so thankful.
Over time I met individuals and essential friendships developed and grew. My first
friends were individuals that were also on expatriate assignments from different countries around
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the world: United States, Australia, France, United Kingdom and others. My husband and I spent
nights and weekends with these friends exploring the city, trying new restaurants, and sharing
stories and laughter. We (my husband and I) also developed a few meaningful friendships with
local nationals. We had the pleasure of being invited to weddings of our friends who were local
nationals. These friendships were essential because we were able to integrate more deeply into
the culture, ask questions about cultural norms, and gain additional understanding about our
surroundings. My Chinese language teacher was an informal culture coach and very close friend.
The other incredibly important relationships that supported my success were my husband
who was also in Shanghai, and my family connections in the United States. My husband and I
grew individually and as a couple during the expatriate assignment. We enjoy the adventures and
supported each other through the challenges. We were fortunate to stay connected with our
parents, siblings, and other family members through technology and had weekly video
conversations with those most important to us in the United States.
My husband and I were lucky enough to have a virtual relationship with a formal culture
coach who was based in the United States. She supported my success by asking powerful
questions and encouraging reflection and growth. She was encouraging, inspirational, and made
the process about me and my cross-cultural development. When I met with her I was challenged
to go deep and uncover root causes to challenging situations. She helped me gain a focus on the
future through planning and goal setting.
Lastly I attended meetings and events hosted by the American Chamber of Commerce in
Shanghai. I enjoyed the conversations with other attendees and made it a point to listen, observe,
and support others through this formal network. The informal network that helped me stay
connected with an interest I had before moving to China was an animal rescue. This organization
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was led by a Canadian and she organized events, foster homes, and adoption regulations for stray
or abandoned animals. I was able to foster homeless animals and spend time with other
individuals with the similar interests.
Culture specific resources that supported my success. Within a day of my arrival in
Shanghai I realized I needed to study and learn the Chinese language in order to function at a
higher level, and enjoy the experience. An entry from my personal journal describes this
realization: 10th of August 2009, Day 2 in China:
Today is my first day of work in Shanghai, China. I am so tired. I love my view of this
new city from my company’s office building, on the cross streets TianShanLu and
LouShanGuanLu. I already feel the need, want, and desire to learn, speak, and understand
the Chinese language. I learned that I would need to learn two different forms of Chinese:
Mandarin Chinese as the country language, and Shanghainese as the local Shanghai
dialect. During lunch my colleagues spoke Chinese 90% of the time and I felt the need to
learn so I could connect. Another adventure at lunch began when my colleagues asked
me to try eating two of their favorite dishes: chicken feet and duck tongue. Not my first
choice, but not bad. All part of the adventure!
The first week I was in Shanghai I began the search for a language tutor or language
school. I asked other expatriates that I would bump into to get their thoughts and opinions. This
was not a benefit or option provided by my organization so I had to search the market
independently. My language teacher offered ways for me to study the Chinese characters,
practice the tones of the language, and took me outside the classroom to use the language skills
in real life situations.
The other types of resources I also heavily utilized were city maps, business cards with
addresses listed in Chinese to communicate with taxi drivers, and various websites to learn my
way around the city. I read recommended books to learn about the Chinese culture, history, and
social norms. I relied on technology and video capabilities to keep in contact with close family
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and friends in the United States. The weekly video calls with family and friends were incredibly
important to me and I constantly felt lucky to have access to that technology resource.
Resiliency-based characteristics that supported my success. I was constantly faced
with opportunities to practice resilience-based characteristics and mindfulness. An entry from my
personal journal describes an experience using and developing these characteristics: 14th of
August 2009, Day 5 in China.
Today I had my government mandated medical exam, something I heard every foreigner
living in China goes through. It was a challenge, to say the least. I am determined to
never let another new expatriate experience it without knowing what it will look like, feel
like, smell like, and taste like. I was not warned ahead of time and I was taken by
surprise. I was shuffled from room to room in a metallic, dark, concrete building that left
me wondering . . . it was a blur of flashing lights, poking, tools I had never seen before
at medical facilities in the U.S., needles, machines, pulling, pushing and many different
faces from one room to the next. All of this was happening without any shared language.
No verbal communication. I tried to stay calm and respectful, but inside I was incredibly
uncomfortable. I realized there was no shared understanding between myself and the
medical staff. They thought everything was normal and routine because they go through
this process every day. However, I wasn’t expecting it, I don’t know what I was
expecting, but it wasn’t that. Now after the appointment and tests, I am experiencing
feelings of loneliness and confusion. I don’t have friends to call here, and I have only
known my colleagues for 5 days so far. I went straight to Starbucks® to feel a little piece
of “home” and I am overwhelmed, feeling the fight-flight reactions wash over me. I am
unsure how to react to the confusion, fear, and discomfort and I wish I had someone to
talk to. What is this? Why am I so affected? It is 3am in the U.S., but I don’t care, I am
calling my family. Coffee, family, emotional breakdown. Check. Wow. Now what? Note
to self: Share this story with others!
From this experience, I gained my strong desire to support and develop others by sharing
my experiences and stories. I believe I healed from this experience by helping others and giving
them comfort through the story of my own experience and discomfort. The expatriates that I
shared this story with were incredibly thankful and came back to share their story about the same
experience. It was helpful to do this often with many types of challenging experiences
throughout the cross-cultural assignment.
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An informed view of self that supported my success. Through reflection journaling,
planning, goal setting, learning and practicing the local language, traveling, removing barriers,
and enjoying relationships I gained a new view of myself. An entry from my personal journal is a
glimpse into this process: 21st of August 2009, Day 12 in China.
I feel more part of a whole and not as much focus on myself. I am getting used to this by
noticing it and reflecting on it. I am often overwhelmed by the sheer number of people in
all spaces: Elevator, sidewalk, market, gardens. I have heard this referred to as
“organized chaos” and I’m trying to understand what that means to me and how I need to
adjust because of it. I certainly feel out of sync here. Something is always off because I’m
me, being me, trying to function among so many new norms and expectations.
Through culture-coaching I became more mindful and took myself outside of the
situation and was able to observe the situation from afar. An entry from my personal journal
describes expectations and intentions I set for myself: 22nd of September 2009, Day 42 in China
Notes to self: Stay positive and interact with love. Create rituals that make us laugh, keep
the humor and laugh at ourselves. Be aware of my mindsets. Be appreciative of this
adventure and the new knowledge and experience it is bringing. Summarize the things I
enjoy each day.
An integrated experience. My expatriate experience was supported by each of the four
dimensions of Cross-Cultural Professional Success. I am thankful I was able to develop this
model through research, theory, and the experiences of others. It would have been a helpful
resource and coaching tool for me and I believe it will help others in their cross-cultural
experiences. This research contributes to both the theory and the practice of leadership across
cultures. These implications are discussed next.
Contributions, Recommendations, and Implications of Research
This research deepens existing theory and add to a foundation for leadership practice.
Confucius wrote: “All people are the same. It is only their habits that are so different.”
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Based on the existing theory and the findings from this research it may actually be that all people
are the same, it is their values and beliefs that are so different and these values and beliefs drive
their habits, behaviors, and cultural norms. This research particularly contributes by bridging the
scholarship and professional practice divide. The contributions in both these areas are
highlighted.
Contribution of research to scholarship. This study builds upon, corroborates, and
expands the current scholarship in the following areas: mentorship and coaching, cross-cultural
leadership, and expatriate assignments, and women as global professionals. The results of this
research will be disseminated and made accessible through future publications in popular
national and international journals, and conference presentations. It will be important to make
this research available to academia so there is good visibility and further research can be
conducted on this topic and it can be used as another catalyst to inform future scholarship.
Another way to disseminate this research will be to embed this research into courses in
Bachelor’s and Master’s programs at Universities and colleges around the globe. It could
enhance a variety of programs including: Human Resources, international business, business
administration, and psychology. It will also be relevant to publish in popular business,
organization development, and Human Resources trade magazines.
Contribution of research to practice. The findings from this research study contribute
to the experiences of the individual expatriate as well as the experiences of the larger
organization and Human Resources practices. Research has found that organizations in certain
countries pay more attention to expatriates and acknowledge the importance of cultural
awareness in international business better than others (Carraher et al., 2008; Tung, 1997). This
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consideration is increasingly important as more expatriates, and more female expatriates enter
the global workforce and work across cultures, especially in emerging economies.
Recommendations for leadership practice. One focus group participant noted that in
her opinion “this research will be a tool that can be used for years to come.” The findings from
this research can be used as a foundation for, and evidence of, the need for continued
development and focus on organizational programming for the international workforce. There
are six areas of leadership and organizational practice that can benefit from the information
brought forward by this research (See Figure 5.5):
1. Recruitment and Selection—International Assignment Readiness
2. Organization and Leadership Learning—Cross-Cultural Training and Development
3. Cross-Cultural Mentoring and Coaching—Future Focused and Culture Specific
4. Personal and Professional Development—Reflection and Reflexivity Building
5. Accompanying Family Development—Resources and Planning Tools
6. Community Partnerships and Programming—Networks and Support
Recruitment and selection for cross-cultural assignment readiness. Many of the
findings can be used as a guide for cross-cultural assessments, testing, or interview questions. A
focus on asking questions that get to the core of the resilience-based characteristics will be
beneficial. An Australian formerly working in China in the Automotive/ Advertising industry
commented on the noticeable characteristics of leadership,
We had a complete management change from a majority of females leading the
organization to now the majority are males. My colleague commented that he misses
having the females at the top [in leadership] because there was a different level of calm
and humanity in the way the business is run, whereas now it’s a lot more metallic and
numbers driven and [there is noticeably] less empathy in what [the organization is] trying
to achieve, or how they are going to achieve it.
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Selection criteria containing the characteristics that correlate highly with and explain resilience
can be made a top priority when selecting individuals for international assignments.
Foundation for organizational training and development. After the individual is
selected for an assignment the training process can begin. Language training should be priority
and expectations set to gain a basic understanding of key phrases and tones. Information about
the culture and the history of the culture provides context for the cultural dynamics that are
encountered. Sessions on cross-cultural awareness and planning/goal setting will benefit the
expatriate.
This assertion is supported by the research focusing on the international careers of female
expatriates and the career-oriented support initiated by organizations (Caligiuri & Lazarova,
1999, 2012; Crowley-Henry & Weir, 2007; Culpan & Wright, 2002; Hutchings et al., 2008;
Hutchings et al., 2012; Mathur-Helm, 2002; Selmer & Leung, 2002, 2003a, 2003b). Providing
formal culture-specific training on topics that are relevant and specific to western expatriates
working in the east is essential due to the differing cultural norms and business practices. A
participant noted that a lack of cultural training “puts us [as expatriates] into a very precarious
position.” Developing scenarios illustrating the kinds of challenges that a female expatriate will
encounter working in China, Hong Kong, Macau, and Taiwan is a welcomed method to engage
expatriates in the learning experience (Owen et al., 2007). As one participant noted, “There is
never enough information to share with expatriates.
Pre-exposure to the culture can be cultivated by sending the expatriate to China for a
short visit to familiarize them with Chinese cultural values, norms and beliefs before the
expatriate assignment begins, as pointed out by a participant—“You cannot understand how
foreign you will feel, until you feel it.” Another participant, an Australian formerly working in
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China in the automotive/ advertising industry, commented on the need for mutual cultural
understanding across the organization,
When I originally moved to Shanghai it was to set up a regional team to help support a
global system . . . at the very beginning the lack of support from [the organization],
because they just didn’t understand the kind of conditions you were trying to work in to
create global communication, was very frustrating. After we had individuals coming to
visit or we transferred people out the understanding of what was going on in
China . . . we started to have a level of respect . . . they began to defer to you . . . where in
the beginning the organization had said “that’s not how we do things here” . . . as we
built momentum we built consistency [in understanding] and behavior with regard to
business acumen among the global team.
Another method would be to invite Chinese colleagues to the home country to meet with
the expatriate(s) prior to their arrival in China (Owen et al., 2007). These items will be
strengthened by an experienced culture coach or mentor, as highlighted by another participant,
Before I left for China and even when I arrived in China, there was absolutely no cultural
training offered by my company. It is actually “disrespectful” of the sending company
and sending culture not to provide cultural training to a new expatriate.
Cultural training can add so much value and benefit to the expatriate, the organization, and the
greater positive effect on having an informed individual interacting with the host country culture,
coworkers, and community.
Cross-cultural mentoring and coaching programs. The findings can be used to support
the expansion or addition of a formalized organizational mentoring and coaching program. Based
on the evidence for success, formal or informal mentoring and coaching programs should be
encouraged inside organizations that support a global expatriate workforce. Women who are
selected for expatriate assignments can also use the findings to prepare themselves for the
assignment. They will benefit from a review of the components of successful mentoring and
coaching relationships in order to grow and maintain those multiple essential relationships that
support success.

210
Expatriate personal and professional development resources. Resources that support
learning the language and the culture will support success. Sometimes resources are not readily
available and the expatriate needs to know what to look for. A participant recalls how she took
the initiative to find these resources,
I searched out and paid for a couple of Mandarin {Chinese} lessons before I went to
China, because my company had no structure for that and no interest in reimbursing me
for it. I was sort of dropped in to sink or swim, it could have been a disaster, and thus you
do have to seek out your own resources, and you have to know to do that.
Other important resources are those that promote reflection, learning from experiences, setting
expectations, organizing goals and priorities. Organizations can offer guidance on expectations
on length of time needed for the project, ways to remove barriers, solution to issues related to
connectivity or technology, government and policy advisory, and a shared understanding about
maintaining work-life balance in a 24/7 global operation.
Accompanying family acculturation planning. Family members can also benefit from
cultural immersion resources and training. The research findings show how strongly expatriates
also rely on their spouses and family members when working across cultures. The evidence is
there, and one participant said, “it is not just to the person going there to work [the expatriate],
but to the entire family that needs support.” The experience of the accompanying spouse could
impact the success of the expatriate. A participant comments,
if a man is the trailing spouse that could be very different from the dynamic they had in
{the West} . . . they may not be ready to be the “2nd” in the relationship which is what
they may think they have become.
Employment opportunities or professional search firm support for the spouse could be beneficial
as a participant noted, “My spouse’s identity as a male was caught up in being the provider. Not
being able to work at all while in China felt horrible to him.” Acculturation programs for the
entire family can begin with this research.
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Community partnerships and programing. Partner with American Chamber and
Australian Chamber—to use this information as a tool and resource that “can be given to new
members and new arrivals.” A summary of this research would be helpful for both multi-national
companies sending expats abroad but in my research I recognized there are many more
"self-initiated expats" who are not sent away, but choose it. Therefore, this research might be
best shared with websites and magazines that are aligned with this population as well.

Figure 5.5. Recommended methods for cross-cultural success research in leadership practice.
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Figure 5.5 illustrates the areas of practice that will benefit from the findings based on this
research study. This research can be used as a foundation, as evidence for programming, and as a
tool for continued dialogue. It demonstrates the importance of cross-cultural professional success
and the need to continue to develop this area of practice.
Recommendations for Future Research
This study provides a foundation and context for many types of additional studies to be
designed. Future research on expatriate success may incorporate a specific question about
whether the expatriate volunteered or were they selected and told to take on the international
assignment. Along with this, further testing of the characteristics that explain and define
resilience could be conducted. This could be brought to expatriates in other host countries to see
if the findings are the same or different. Another good idea for future research to look closely at
the number of years individuals spend working internationally before their China experience.
This analysis could lead to additional insights about resiliency and success and prior exposure.
Testing and reviewing cross-cultural cultural comfort levels and how it is influenced by former
experience working and living abroad.
Future research may delve into studying how organizations use information gathered
from their expatriate workforce. How this information informs broader organizational strategies
and practices for global work. Another study based on the experience of what it means to stay
“too long” as an expatriate. The study could review this tipping point and how it affects one’s
career in the home country.
There could also be a flipped study where interviews, surveys, and focus groups are
conducted with the individuals these female expatriates rely on. Those who are being relied on
for support could offer their experience and insight about how they provide support and how

213
providing support to others affects their professional experience. This type of study would allow
for an understanding from the mentor/coach perspective. Several replications of this study could
be conducted with individuals who have different demographics. For example with male
expatriates, or with individuals in different home and host countries, or with a more narrow
industry focus.
Conclusion
The process of conducting original research and writing about such an important,
relevant, and well received topic was a humbling experience. As the researcher and author I was
welcomed into the experiences of professional women who are leading and working across
cultures. The research participants openly engaged in, contributed to, and partnered in this
process. The data collection period was an artistic experience of intuitive listening and capturing
stories. As a reflective practitioner, I was given the opportunity to explore the relationships and
resources that support the success of professional female expatriates leading and working across
cultures. My hope was to create positive sustainable change by adding to and expanding upon the
current scholarship and global leadership and organizational practices. I am happy with the
results and have enjoyed designing the Cross-Cultural Professional Success model based on lived
experiences. It is a relevant resource and coaching tool that can be implemented and adapted
throughout the continuum of global leadership and cross-cultural work. The data collection
techniques used for this study allowed for a deeper understanding of global experiences.
This mixed methods study was artfully designed and executed using phases of research to
enhance and build upon each other. There were textured layers of the findings, confirming and
validating, ultimately creating the emergent model of Cross-Cultural Professional Success. The
mix of qualitative and quantitative methods offered an inductive style of analysis allowing for
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emergent themes and meaning. The findings were richer, more robust, and more real because of
the mixed methods nature of the process and sequential research design.
There are several implications for scholarship and practice and a continued need to
support expatriates. All of the stories and layers of experiences in this study are inspiring because
the participants represent leaders and future leaders in the global workforce. Their willingness to
participate in this study, reflect on their experiences around success, and engage in learning
about relationships that support success is encouraging. Interpretation of the interviews, survey,
and focus group findings indicated there are certain relationships, resources, and characteristics
that support success when working across cultures. The analysis also demonstrates that there is
not an exact formula for success and it is a personal journey based on the individual.
Overall this research study allowed for the formation of new knowledge, offered a critical
view of theory alongside practice, provided a new way of thinking about cross-cultural success
through an emergent model, and offered several implications for scholarship and practice.
Expatriate success and resiliency are important areas to continue to explore and therefore there is
room for further research and expansion of this topic. I look forward to watching for the
development of new knowledge using this research as a starting point, as well as ways the
emergent Cross-Cultural Professional Success model is put into practice moving forward.
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Appendix A: Marketing Flyer and Invitation to Expand Network of Participants
Greetings! I am a student and PhD Candidate in the Antioch University PhD in Leadership and
Change Program and I am a former expatriate and as part of my dissertation process I am
interested in studying expatriate success.
I am reaching out to offer the opportunity to be part of this collaborative and impactful research
process, and to ask for your assistance. The research topic is interesting, relevant, and necessary
in today’s world of global interconnectedness.
Research Phases: This research process will include three phases: 1) Interviews 2) Survey 3)
Focus Groups. Kindly share this information with individuals in your network and reply to me
with contact information for those who may be interested in participating. I would be very
grateful to expand my network and reach my research goals. Please email me at
Overview of Research:
The research conducted through
this dissertation will provide a
greater depth of understanding
Female expatriates and
into the factors that support the
cross-cultural
success of female expatriates.
aassignments
ssignments
This study will include
participants who are female
expatriates from North America,
United Kingdom, or Australia,
Eastern (China, Hong
currently or previously based in
Kong, Macau, and
Relationships,
China, Hong Kong, Macau, or
Taiwan) and Western
characteristics,
and
Taiwan. These demographics
(North America,
resources that
allow for unique cultural aspects
United Kingdom,
support success
Australia) cultural
and layers of complexity that
perspectives
factor into the cross-cultural
experience. An appreciative
view of successful female
expatriate experiences will be
analyzed and turned into
research findings. The results of this research will provide both individuals and organizations a
deeper understanding of the factors leading to success in conducting business and connecting
globally.
Thank you for your time and for offering to expand upon this network.
Warm Regards,
Tami France
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Appendix B: Participant Consent Form—Interview
CONSENT TO PARTICIPATE IN THE PERSON-TO-PERSON INTERVIEW
Leading Cross-Culturally:
Resilience, Adjustment, and Success from the Female Expatriate Perspective
Principal Investigator: Tami France, PhD Candidate
Antioch University, PhD in Leadership and Change Program

I would like to invite you to be part of a research project that I am conducting. You are being
invited to take part in this research study because of your experience as an expatriate or
international assignee based in China, Hong Kong, Taiwan, or Macau.
YOUR PARTICIPATION IS VOLUNTARY
Your participation is entirely voluntary, so it is up to you to decide whether or not to take part in
this study. This consent form will tell you about the study, why the research is being done, what
will happen during the study and the possible benefits and risks.
If you wish to participate, you will be asked to sign this form. If you decide to take part in this
study, you are still free to withdraw at any time and without giving any reasons for your
decision. If you choose not to participate or to withdraw from the study, this information will be
maintained in confidence.
Please take time to read the following information carefully.
WHO IS CONDUCTING THE STUDY?
My name is Tami France. This research project is part of the requirement for a Doctoral Degree
in Leadership and Change at Antioch University. Credentials at Antioch University can be
established by contacting Dr. Philomena Essed
BACKGROUND AND PURPOSE OF THE STUDY
The current global environment lends to an expansion of opportunities for women to accept
international expatriate assignments. There is a need for a deeper understanding of the factors
that generate successful international assignments and cross-cultural leadership experiences for
female expatriates. I am interested in acquiring a deeper understanding of the experiences
women have as expatriates. This study provides an opportunity to explore leadership across
western and eastern cultures further. It will also contribute new scholarship to the academic and
expatriate communities.
WHO CAN PARTICIPATE IN THE STUDY?
Participants eligible to participate in this study must be:
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1) Adult, over the age of 21
2) Female, currently or formally on an international assignment in Greater China within
the past 5 years for at least 1 year
3) Home country of the United States, Canada, Australia, or the United Kingdom
4) Fluent in English
5) Willing to talk about and reflect on their experiences of working cross-culturally
WHO SHOULD NOT PARTICIPATE IN THE STUDY?
Any person who does not meet the inclusion criteria will not be eligible to participate in this
study.
WHAT DOES THE STUDY INVOLVE?
You are being invited to participate in a person-to-person interview with myself, Tami France, as
the researcher. An invitation to participate in an individual interview will be sent to you via
email and you will be asked to sign a consent form for participation. You will participate in a
telephone-based interview with the researcher. Each interview will take approximately 2 hours to
complete and will be audio recorded so that your answers are taken word-for-word. All
participants will complete the same interview questions, and the interviewer will probe as
necessary to better understand the descriptions you provide. It is important to note there are no
right or wrong answers. It is your experience and perceptions that I want you to describe. Once
completed, interview transcripts will be kept strictly confidential.
WHAT ARE MY RESPONSIBILITIES?
As a participant your responsibility includes:
x Confirm attendance to the person-to-person interview
x Review and sign this consent form
x Participate in the person-to-person interview at a level which you feel most comfortable.
The interview will last no longer than 2 hours.
x Inform the researcher at any time if you wish to withdraw from the study.
x All participants are asked to keep confidential the discussions that occur.
WHAT ARE THE POSSIBLE RISKS OF HARM AND SIDE EFFECTS OF
PARTICIPATING?
Measures have been taken to minimize risks to participant confidentiality. Records will be linked
to participants only through a unique identifier and the information used to link records with
identifying information will be kept. Information that contains your identity will remain only
with the Principle Investigator.
Your identity will be kept strictly confidential. The audio recordings of your interview will be
transcribed (typed) word-by-word. Names will not be utilized during the audio taped interview,
but any personal identifiers that may inadvertently get included in the recordings will be
removed from the written transcript. Electronic files will be password protected and/or saved on
encrypted computers for safe mobile storage. The information from your interview will be added
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to the information from other study participants interviews. The Primary Investigator cannot
guarantee confidentiality among focus group members, however this will be requested.
You will not be identified in any of the reports of the completed study. None of your personal
information will be included in any of the reports or publications of the completed study. Please
note that a transcriptionist service will be used. Audio files will be sent using standard online file
transfer systems. Transcriptionists will be made aware of the confidentiality aspect of this study.
If a participant is accidentally identified during the focus group or interview, the identifying
information will be eliminated from any written transcript. Study documents, including any
audiotapes, will be destroyed according to current ethics standards. These measures are expected
to minimize any risk to participant confidentiality.
WHAT ARE THE BENEFITS OF PARTICIPATING IN THIS STUDY?
There may or may not be direct benefits to you from taking part in this study. By participating in
this study you will have an opportunity to share your experiences and perceptions of expatriate
success through a female lens and more importantly inform the profession on how you have
navigated the complexity of leading cross-culturally. My hope is that participating in this study
will give you an opportunity to share your reflections on your experiences and ultimately
providing new insights and learning to the global community.
WHAT HAPPENS IF I DECIDE TO WITHDRAW MY CONSENT TO PARTICIPATE?
Your participation in this research is entirely voluntary. You may withdraw from this study at
any time. If you decide to enter the study and to withdraw at any time in the future, there will be
no penalty or loss of benefits to which you are otherwise entitled. The study investigators may
decide to discontinue the study at any time, or withdraw you from the study at any time, if they
feel that it is in your best interests. If you choose to enter the study and then decide to withdraw
at a later time, all data collected about you during your enrolment in the study will be retained
for analysis.
CAN I BE ASKED TO LEAVE THE STUDY?
If you are not complying with the requirements of the study or for any other reason, the study
investigator may withdraw you from the study.
AFTER THE STUDY IS FINISHED
There will be no further questions or contact with you related to the study after it has finished.
The study investigators may decide to publish a manuscript or present study findings and no
published or presented data will be able to identify you in any way.
Your research-related information will not identify you in any way because all identifying
information has been removed such that the information is now anonymous and there is no
possibility of linking your identity to your information.
If you have any questions about the study, you may contact Tami France, at telephone or
via email
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If you have any questions about your rights as a research participant, you may contact Dr.
Philomena Essed, Chair of the Antioch University PhD in Leadership and Change IRB, via
email
I understand that this study is of a research nature. It may offer no direct benefit to me.
Participation in this study is voluntary.
I may refuse to enter it or may withdraw at any time without creating any harmful consequences
to myself.

_________________________
Printed Name of Participant

_______________________
Signature of Participant

__________
Date

_________________________
Printed Name of Principal Investigator
(Tami J. France)

_________________________
Signature of Principle Investigator

__________
Date
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Appendix C: Semi-Structured Interview Guide
Semi-Structured Interview Guide
I am interested in your perspectives on professional success, cross-cultural adjustment, and
resiliency when working in a culture that is different from your home culture. This interview will
be recorded and transcribed and your name will be removed. All of your stories and perspectives
are welcome.
DEFINE & DISCUSS SUCCESS
This interview is meant to be situated in a mindset of success and positive experiences . . .
Describe where you were working as an expatriate or international assignee, and a bit about your work
there. What is your “home country” and what is the “host country” where you primarily work?
What industry do you work in and a brief descriptions of your professional role?
What led you to your first international experience and your most recent one?
Describe a time when you felt truly successful as an expatriate, specifically in your professional world.
What skills or traits do you have that made this achievement possible?
How did you learn or gain these skills and traits?
Relationships:
What relationships, or who supported your professional success? How did they help you?
Would you say the relationships that supported your success were formally set up for you by an
organization or informally found and established by you?
How do you continue to maintain or nurture those relationships that have helped in your success? Have
you since found others who support you? What does that relationship have or contain that makes it
supportive?
Resources:
What resources, information, knowledge helped you get to that point of success?
Did the resources change as the assignment progressed?
DISCOVER & DISCUSS ADJUSTMENT
Tell me about the moment you knew you had truly adjusted to a different culture, the Chinese culture
specifically.
Or what is your most proud accomplishment as you were adjusting to the new culture. How did your
behaviors or your thoughts or your attitudes change? What happened and how did you know?
Relationships:
Who were the people who supported you or you modeled as you worked through the adjustment?
Resources:
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What other adjustment strategies or resources have you used while working cross-culturally?
DISCUSS RESILIENCE
Resilience is: Your ability to bounce back from challenges and move forward after encountering
complex and very difficult cultural situations.
Talk about being resilient in a new culture and how you go about bouncing back and moving forward.
How does resiliency contribute to success in your professional life as an expatriate or international
assignee?
Relationships:
What types of relationships would you need to be able to bounce back from difficult situations? Do you
have access to those relationships or people currently?
Who motivates you to continue to adjust and become more comfortable in a different culture?
Resources:
What are the resources that you have or need . . . to be/become more resilient as a female working
cross-culturally?
DREAM
If you could be an ideal expatriate in China, what would that look like? How would you act or behave if
you were a better version of yourself working as an expatriate in China?

CLOSING
Do you have any other thoughts about what led to success in your expatriate or international
experience?
Are there any questions that I didn’t ask or focus on that you believe would be meaningful or helpful to
add?
Are there individuals in your network that you think would be open to participating in this research
experience? If so, I would like to ask for contact information.
Do you have other suggestions for where I could gain access to participants for a survey I will develop
for the next phase in this research?
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Appendix D: Interview Analysis Outcomes
Demographics Questions

Consulting/ Business Related Field
Teaching/ Academia
Non-profit
Expatriate package, incl perks
Expatriate and Package Type (5.2)
Local package, no perks
Independent consultant
Single
Family Status (5.3)
Married
Children
Demographics and Descriptors (5)
Career Advancement
Reason for Accepting the Assignment (5.4) Adventure
Culture
Less than one year
Years in Country (5.5)
1-3 years
3-6 years
China
Host Country & Home Country (5.6)
Hong Kong
Taiwan or Macau
Report to Expat
Reporting Structure (2.1)
Report to Chinese
Had subbordinates

Independent

Job Type (5.1)

Customer, client, or job focus (2.2)
Job, experience, work related

Experience Level / Identity (2.3)
Vantage Point in Org and Traits of Role
(2.7)
Language (3.1)

Culture Related

Prior Experience (3.2)

Cultural Awareness & Fit (3.3)

Both Western and Chinese
Westerners
Local Chinese
early career
mid career
late career
Internal facing
External facing
Had the tools needed to succeed
basic language
profience in language
fluent in language/since childhood
Prior experience working
internationally
Dated, married to Chinese
Influenced Expectations
Prior exposure
High awarness
low awareness

Dating

Money
Travel
Learning
6-9 years
over 9 years
U.S.A
Canada
Other Western
Received feedback
Quality of leadership
subbortinates were Chinese
Narrow Scope
Wide Scope
Leverage local Chinese colleauges
knowledge
Expert in Role/ Work
New to role or type of work
Identity aligned with work
Structured Work
Daily Scheduled Tasks
Clear mission

Used Host Country Lang at Work

Partner/ Spouse

subbortinates were Westerners
Business norms (networking / bribing/
what does respect look like)
Students
Community

Definition of Success

Provides Independence
Offering English lessons
Open Access to Culture

Chinese family heritage/ ethnicity
None - first time Expat
Experience gave confidence

Life experience/ Age/ Wisdom
Well-traveled
Predeparture orientation
Knowledge of history

Exposure to new foods

Preparation
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Research Question Related Questions

Positive (1.1.1)
Open to Change (1.1.2)
Neutral (1.1.3)
Open (1.2.1)
Personal Approach (1.2)
Curious (1.2.2)
Genuine (1.2.3)
Involved
Personal Style (1.3)
Copy successful behaviors
Looks internally for change
Self-Aware
Personality, Individual Person Related, Intrinsic,
Personal Lens (1.4)
Big picture
Self-Directed Actions (1)
Communication is important
Conciously curious
Pro-active Actions (1.5)
Positive mimicing
Make time for home country activities
See outside current Challenge
Big Picture View (1.6)
Keeping end in mind
Strong visioning
Validation of expertise
Personal Benefits/ Intrinsic Rewards (1.7) Developing others
Bridge between cultures
More challenging in China
Work-Related Degree of Difficulty (2.4) Harder Work/ Longer Hours
Organizational Red Tape
Positive feeback
Validation and Success (2.5)
Doing good work, making an impact
Utilizing and leveraging expertise
Personal Attitude (1.1)

Work Related - Professional Life

Role & Dynamics of Dual Cultures (2.6)

Process of Adapting (3.4)

Culture Related - Expatriate Life

Culture -Related Degree of Difficulty (3.5)

Provides emotional connection Provides Independence
Depth of experience
Offering English lessons

fluent in language/since childhood

Used Host Country Lang at Work
Feeling of culture fit
Deep exposure while incountry
Exposure to new foods
Used creativity to overcome
challenges
Comfortable after 6-12 months
Understand culture vs wrong
Language linked to competence
Intracacies of Communication (I
forgot means I don't know)

High awarness
low awareness
Able to deviate from plans
Problem solver
Built own tools/ resources
How to build relationships
Networking - Guanxi

Grass is greener back home
Holding on to home country values and
Functioning in a land of opposites
norms (3.6)
Need to keep "American-ness" Identity
New definitions of what is good
Accepting host country values and
Not dwelling, future focused
norms (3.7)
Let go of perfectionism
Chinese Colleagues(4.1.1)
Professional - Formal Relationships (4.1) Chinese Subbordinate (4.1.2)
Chinese boss (4.1.3)
Expat Friends (4.2.1)
Chinese Friends (4.2.2)
Informal Relationships (4.2)
Mutually Beneficial (4.2.3)
Books, articles, research
Tangible Tools/ Materials (4.3)

Network/ Needs (4.4)

Work/Life Balance is off
Difficult to care for self
Added problems to solve
Significant to the work and others
Leverage critical thinking
Overcome barriers, resilient

basic language

Concept of Face

Relationships and Resources (4)

Organized (1.1.7)
Accepting (1.1.8)
Embracing (1.1.9)
Appreciative (1.2.7)
Resilient (1.2.8)
To be Successful (1.2.9)
Self Reliant
Go with the Flow
Molded from Childhood
New place, new behaviors
Transparency builds trust
Reflexive
Acculturation before arrival
Ask for help
Leverage support and resources
Gradual view
Gradual change
Planning and Strategy
Staying motivated by lifting others
Share wisdom - legacy

Entrance point - Westerners into English language became entrance
Acting as a Bridge between cultures China
point/connector for other Westerners
Finding needs, filling needs
Liaison between East and West Narrowed the gap between cultures
Translator (literal and
figurative)
Balance between cultures

Language (3.1)

Cultural Awareness & Fit (3.3)

Motivated (1.1.4)
Determined (1.1.5)
Reflective (1.1.6)
Learning Focus (1.2.4)
Problem Solving (1.2.5)
Strategic (1.2.6)
Adaptable
Resilient
Self Directed
Driven to succeed
Future focused
Ethical and Integrity
Do what you love
Engage with Coach, therapist
Reflection Journal
Getting on the balcony
Not caught in minutia
Balance emersion with vision
Provide advice to those less exp
Supporting others in careers
Molding students
Increased Effort Required
Quicker exhaustion
Lack of Leadership
Validation, doing the right work
Motivation fueled by validation
Adding meaning and value

Technology
Translation Tools
Robust Network -- Big or Small
Housing Liaisons
Know F&B in Town

Open Access to Culture
Knowledge of history
Comfort with norms

Ok with no sense of normal
Change is comfortable
Good at coping
Need to lower expectations

Learning culture specific job tasks
Western perspective, changing
behaviors would not be seen as
In country standards and quality good
Wanted to still teach, act, work in
Home is warm and fuzzy
the "Western Way"
Host is cold and stoic
Expected the same level of tools
Keeping links to home
Shift expectations
Immersion
Goals and action to adapt and
change
Expat colleague (4.1.4)
Expat subbordinate (4.1.5)
Expat boss (4.1.6)
Family members in host
Spouse(4.2.5)
Book Club/ Discussion Group
(4.2.6)
Directional Cards/ Maps

Keeping behaviors
Create processes, new ways to live
Block out West, shift focus

Differences in systems
Company Mentor (4.1.7)
Company Coach (4.1.8)
(4.1.9)
Informal Mentor/ Coach (4.2.7)
Gravitate to similar generation (4.2.8)
Family/ Friends in home country
(4.2.9)
Internet/ connectivity
Virtual meetings with family/ friends
in home country
Familiar food
Familiar brands
Training, orientation
To go Shopping
Connections
How to Balance East with West Shared stories
Supportive People
Proximity
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Appendix E: Survey
Research Study - Professional Success and Cross-Cultural Experiences
Welcome to the Survey
As an Antioch University student enrolled in the PhD in Leadership and Change program I am
seeking your input for my research titled: Leading and Succeeding Cross-Culturally:
Resilience, Adjustment, and Success from the Professional Female Perspective.
Based on your responses we will more deeply understand the experiences of professional
women, who are working and leading across cultures. It is an exploration of success and
resilience while navigating the complexities of a cross-cultural professional identity.
Through participation in this survey you will be able to contribute to the creation of new and
original research data that is connected to your cross-cultural experiences. You have the
opportunity to reflect and think deeply about your experience and document this in your
responses. Your responses and the combined input of all participants will help identify factors
that contribute to professional success across cultures.
I estimate this survey will take between 20-30 minutes to complete.
This survey has been approved by the Institutional Review Board at Antioch University. You may
contact Dr. Essed with any questions. Only aggregate data will be reported and individual
responses will be kept confidential. No individual responses will be reported unless specific
written permission is granted by the individual. You may also stop the survey at any time.
I appreciate hearing from you and learning about your experiences through this survey. Thank
you in advance for your participation!

Research Study - Professional Success and Cross-Cultural Experiences
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1. Are you a woman who is currently (or was previously) an expatriate/ international assignee who
is/was working and based in a host country of Mainland China, Hong Kong, Macau, or Taiwan?
Yes
No

Research Study - Professional Success and Cross-Cultural Experiences
Host country

2. In which of the following host countries are you currently (or were you previously) working?
Mainland China
Hong Kong
Macau
Taiwan
None of the above

Research Study - Professional Success and Cross-Cultural Experiences
Home country

3. What is your original home country?
United States (USA)
Canada
Australia
United Kingdom (UK)
Other (please specify)
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Research Study - Professional Success and Cross-Cultural Experiences
Type of work and industry

4. Thinking about your current or most recent assignment, please choose the type of work that best
describes the work you do/did in the host country of China, Hong Kong, Taiwan, or Macau.
Business Professional - Internal Facing (your customers/clients are inside the organization)
Business Professional - External Facing (your customers/clients are outside the organization)
Teaching (university or private institution)
Consulting (offering products or knowledge-based services)
Other (Please describe your work here)

5. Thinking about your current or most recent assignment, please choose the type of entity that best
describes your workplace.
Academia or University
Non-Profit Organization
For-Profit Organization
Self-Employed Consultant
Other (please describe the industry you work in)

6. Which of the following best describes the principal industry of the organization for your current or
most recent assignment in the noted countries?

Research Study - Professional Success and Cross-Cultural Experiences
Professional Success
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7. Thinking about your current or your most recent experience in China, Hong Kong, Macau, or
Taiwan, how would you rate your professional success?

Not at all successful
Not very successful
Somewhat successful
Moderately successful
Successful
Very successful
Extremely successful

Research Study - Professional Success and Cross-Cultural Experiences
International benefits

8. In your current or most recent assignment, do/did you have access to additional international
benefits beyond a local salary and local medical insurance plan?
Yes
No

Research Study - Professional Success and Cross-Cultural Experiences
Expatriate or international assignment benefits
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9. Please describe your international assignment package and benefits (check all that apply)
International medical insurance
Local host country medical insurance
Salary paid in your home-country currency
Salary paid in the host-country currency
Housing allowance provided
Supplemental retirement package or benefits
Dependent child education allowance for international school fees
Annual flight to home country
Other benefits (please specify)

Research Study - Professional Success and Cross-Cultural Experiences
Years of experience

10. How many years of professional experience do you have...
more than
Less than
0 years

1 year

5 years of
1-3 years 3-5 years experience

...in your professional career, overall, anywhere in the world
...in your current type of work/industry, overall, anywhere in the world
...working internationally overall
...working in the host country of China, Hong Kong, Taiwan, or Macau
...working internationally prior to working in China, Hong Kong, Taiwan, or
Macau

11. Thinking about your current or your most recent experience in China, Hong Kong, Macau, or
Taiwan, do/did you have relationships (either formal or informal) with individuals who acted as
mentors (experienced, gave advice) or coaches (future-focused, challenged you to overcome barriers)
while you were on the international assignment?
Yes
No
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Research Study - Professional Success and Cross-Cultural Experiences
Coaching and mentoring

12. Thinking about your current or your most recent experience in China, Hong Kong, Macau, or
Taiwan, please describe the individual who acted as a mentor or coach in terms of their professional
career experience, industry and role, location in the world, and any other descriptive information.

Research Study - Professional Success and Cross-Cultural Experiences
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Coaching, Mentoring, and Success
13. Thinking about your current or your most recent experience in China, Hong Kong, Macau, or
Taiwan, how did those types of mentoring and coaching relationships or resources support your
success as a professional?

Reasons for working internationally
14. Thinking about your current or your most recent experience in China, Hong Kong, Macau, or
Taiwan, please rate the importance of each of the following reasons for accepting the international
assignment.
Not at all
important
My career advancement
My spouse or partner's career advancement
A new adventure
Monetary purposes
To learn about the local culture
To learn about the local language
Enjoyment of international travel
A change in scenery
A challenge
Other
Other (please specify)

Not very
important

Moderately
important

Important

Very important
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Reporting relationships

15. Please describe your professional reporting relationships and organizational matrix while working
in China, Hong Kong, Macau, or Taiwan.
I reported to...
...An expatriate
...A Chinese national or host country national
...An individual based outside the host country
Other (please specify)
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16. Did you manage a team while based in China, Hong Kong, Macau or Taiwan?
Yes
No

Research Study - Professional Success and Cross-Cultural Experiences
Team structure

17. The team members I managed were:
Expatriates or fellow foreigners
Host country nationals
A mix of nationalities
Other (please specify)

Research Study - Professional Success and Cross-Cultural Experiences
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Prior cultural exposure
18. Thinking about your current or your most recent experience in China, Hong Kong, Macau, or
Taiwan, what level of exposure to your host country’s culture did you have prior to your current or
most recent assignment through each of the following resources?
No exposure

Some exposure

A lot of exposure

Company orientation or pre-departure preparation
Personal research or reading
Studying or speaking host-country language
Through my own family heritage
Prior travel to the host-country
Relationships with friends, colleagues, or partners
with a background or heritage of the host country
culture
Other
Other (please specify)

Research Study - Professional Success and Cross-Cultural Experiences
Language skills

19. On a scale of 0-10 (0 being not at all and 10 being fluent), please rate how well you spoke the host
country language before arriving in-country.
0

1

2

3

4

5

6

7

8

9

10

20. On a scale of 0-10 (0 being not at all and 10 being fluent), please rate how well you spoke the host
country language after being in-country for several months or years.
0

1

2

3

4

5
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6

7

8

9

10
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Resilience

21. Thinking about your current or your most recent experience in China, Hong Kong, Macau, or
Taiwan, please consider how well the following statements describe your behavior while on the
international assignment.
Does not Somewhat Moderately
describe describes
me

me

Describes

describes Describes
me

me very

me

well

I look(ed) for creative ways to alter difficult situations
Regardless of what happens(ed) to me I believe I can/could control my
reaction to it
I believe(d) I can/could grow in positive ways by dealing with difficult
situations while working internationally
I actively take/took action to replace the various types of losses I
encounter(ed) (to regain a sense of wholeness) while in the new
environment

Research Study - Professional Success and Cross-Cultural Experiences
Cross-cultural success

22. Thinking about your current or your most recent experience in China, Hong Kong, Macau, or
Taiwan, how successful do you believe you are/were at adapting to an Eastern culture, coming from a
Western culture?
Not at all successful
Not very successful
Somewhat successful
Moderately successful
Successful
Very successful
Extremely successful
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Resources

23. Thinking about your current or your most recent experience in China, Hong Kong, Macau, or
Taiwan, consider how much the following resources contributed to your professional success.
Did not contribute to my
success

Somewhat contributed

Heavily contributed to my
success

Books and articles about cultural norms and
expectations
Travel guides and maps
Information about the history of the country and
culture
Language tools (location cards, technology,
translation apps)
Cross-Cultural preparedness assessments and
reflection
Personal action planning and goal setting
Reflection guides
Journals
Local food guides (best of local food and guidance
on where to find home country food)
Other
Other (please specify)

Research Study - Professional Success and Cross-Cultural Experiences
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Relationships and networks

24. Thinking about your current or your most recent experience in China, Hong Kong, Macau, or
Taiwan, please consider how much you relied on the following individuals/networks for support.
Did not rely on

Somewhat relied on

Heavily relied on

Spouse or partner
Child or children
Other family member(s)
Professional colleague(s) - expatriate or
international assignee
Professional colleague(s) - local national(s) of the
host country
Mentor or professional coach
Individual(s) outside of work - expatriate(s) or
international assignee
Individual(s) outside of work - local national(s) of the
host country
Individual(s) I kept in close contact with from my
home country (virtual/distance)
An organized group, association, or club (formal or
informal)
Other
Other (please specify)

Research Study - Professional Success and Cross-Cultural Experiences
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Personal characteristics and perspectives

25. Thinking about your current or your most recent experience in China, Hong Kong, Macau, or
Taiwan, please consider how well the following personal characteristics or perspectives describe you.
Does not
describe me

Somewhat describes Moderately
me
describes me

Describes me

Very much
describes me

Open to change
Reflective
Self-aware
A problem solver
Adaptable
Open minded
Focused on learning a new culture
Curious

Research Study - Professional Success and Cross-Cultural Experiences
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Personal characteristics and perspectives

26. Again, thinking about your current or your most recent experience in China, Hong Kong, Macau,
or Taiwan, please consider how well the following personal characteristics or perspectives describe
you.
Does not
describe me

Somewhat describes Moderately
me
describes me

Describes me

Very much
describes me

Focused on the big picture and long term
vision
Able to contribute to others' development
Accepting of a new culture and letting go of old
norms
Able to shift expectations
Open to a new identity
Open to networking
Able to give importance to "Face"
Creative
Able to contribute as a liaison or bridge
between cultures
Other
Other (please specify)

Research Study - Professional Success and Cross-Cultural Experiences
Overall international assignment success
7. In your opinion, how successful is/was your overall international assignment/expatriate
experience in China, Hong Kong, Macau, or Taiwan?
Not at all successful
Not very successful
Somewhat successful
Moderately successful
Successful
Very successful
Extremely successful
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28. When thinking about your current or your most recent experience in China, Hong Kong, Macau, or
Taiwan, what comes to mind as important when you reflect on your success?
(Describe specific people, experiences, resources, mindsets, opportunities, "ah ha" moments, etc)

Research Study - Professional Success and Cross-Cultural Experiences
Visions for additional support

29. When thinking about your current or your most recent experience in China, Hong Kong, Macau, or
Taiwan, if you could have access to any resources or types of relationships that would further
enhance your professional success, what would those be and why would they be helpful?

Research Study - Professional Success and Cross-Cultural Experiences
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Focus Groups

30. The next phase of research includes a conversation about the findings from this
survey by means of virtual focus groups. Please provide your name and email address in
the space provided if you would like to volunteer your time.
A group of volunteers will be scheduled to meet for up to 2 hours of facilitated
discussion. This will take place virtually in April 2015. More information will be sent to
you once you volunteer for the opportunity.

Research Study - Professional Success and Cross-Cultural Experiences
Research project success through networking

31. As you know, networking will be key to the success of this research project.
The individuals who fit the demographic profile for this study are professional women
with a home country of U.S.A, Canada, UK, or Australia and a current or former host
country of China, Hong Kong, Macau, or Taiwan.
To further support this research you may list email addresses in the box below for
individuals who fit the demographic profile.
Or
Send a list of email addresses to Tami France
I genuinely appreciate your commitment to the success of this research through
networking! Thank you!
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Appendix F: Participant Consent Form—Focus Groups
CONSENT TO PARTICIPATE IN THE FOCUS GROUP DISCUSSION
Professional Cross-Cultural Experiences:
Resilience, Adjustment, and Success from the Female Expatriate Perspective
Principal Investigator: Tami France, PhD Candidate
Antioch University, PhD in Leadership and Change Program

I would like to invite you to be part of a research project that I am working on. You are being
invited to take part in this research study because of your experience as an expatriate or
international assignee based in China, Hong Kong, Taiwan, or Macau.
YOUR PARTICIPATION IS VOLUNTARY
Your participation is entirely voluntary, so it is up to you to decide whether or not to take part in
this study. This consent form will tell you about the study, why the research is being done, what
will happen during the study and the possible benefits and risks.
If you wish to participate, you will be asked to sign this form. If you decide to take part in this
study, you are still free to withdraw at any time and without giving any reasons for your
decision. If you choose not to participate or to withdraw from the study, this information will be
maintained in confidence.
Please take time to read the following information carefully.
WHO IS CONDUCTING THE STUDY?
My name is Tami France. This research project is part of the requirement for a Doctoral Degree
in Leadership and Change at Antioch University. Credentials at Antioch University can be
established by contacting Dr. Philomena Essed.
BACKGROUND AND PURPOSE OF THE STUDY
The current global environment lends to an expansion of opportunities for women to accept
international expatriate assignments. There is a need for a deeper understanding of the factors
that generate successful international assignments and cross-cultural experiences for female
expatriates. I am interested in acquiring a deeper understanding of the experiences women have
as expatriates. This study provides an opportunity to explore experiences across western and
eastern cultures further. It will also contribute new scholarship to the academic and expatriate
communities.
WHO CAN PARTICIPATE IN THE STUDY?
Participants eligible to participate in this study must be:
6) Adult, over the age of 21
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7) Female, currently or formally on an international assignment in China, Hong Kong,
Macau, or Taiwan within the past 10 years for at least 6 months
8) Home country, nationality, of the United States, Canada, Australia, or the United
Kingdom
9) Fluent in English
10) Willing to talk about and reflect on their experiences of working cross-culturally

WHO SHOULD NOT PARTICIPATE IN THE STUDY?
Any person who does not meet the inclusion criteria will not be eligible to participate in this
study.
WHAT DOES THE STUDY INVOLVE?
You are being invited to participate in a focus group discussion with myself, Tami France, as the
researcher and facilitator of the discussion. You will participate in a virtual group discussion
with myself and 2-4 other women with experience working across cultures. The discussion will
take approximately 60-90 minutes to complete and will be audio recorded so that I can listen to
your discussions again and use this information to confirm, update, or validate the data found in
the survey. It is important to note there are no right or wrong answers. It is your experience and
perceptions that I want you to describe and discuss with one another. Once completed, the
discussion recording and transcripts will be kept strictly confidential.
WHAT ARE MY RESPONSIBILITIES?
As a participant your responsibility includes:
x Confirm attendance to the focus group discussion.
x Review and sign this consent form.
x Review the data information from the Survey that will be sent at least 3 days ahead of
the discussion.
x Participate in the focus group discussion at a level which you feel most comfortable.
x Inform the researcher at any time if you wish to withdraw from the study.
x All participants are asked to keep confidential the discussions that occur.
WHAT ARE THE POSSIBLE RISKS OF HARM AND SIDE EFFECTS OF
PARTICIPATING?
Measures have been taken to minimize risks to participant confidentiality. Records will be linked
to participants only through a unique identifier and the information used to link records with
identifying information will be kept. Information that contains your identity will remain only
with the Principle Investigator.
Your identity will be kept strictly confidential. The audio recordings of your interview will be
transcribed (typed) word-by-word. Names will not be utilized for any final reports and any
personal identifiers that may inadvertently get included in the recordings will be removed from
the written transcript. Electronic files will be password protected and/or saved on encrypted
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computers for safe mobile storage. The information from your discussion will be added to the
information from other study participants interviews and discussions. The Primary Investigator
cannot guarantee confidentiality among focus group members, however this will be requested.
You will not be identified in any of the reports of the completed study. None of your personal
information will be included in any of the reports or publications of the completed study. Please
note that a transcriptionist service will be used. Audio files will be sent using standard online file
transfer systems. Transcriptionists will be made aware of the confidentiality aspect of this study.
If a participant is accidentally identified during the focus group or interview, the identifying
information will be eliminated from any written transcript. Study documents, including any
audiotapes, will be destroyed according to current ethics standards. These measures are expected
to minimize any risk to participant confidentiality.
WHAT ARE THE BENEFITS OF PARTICIPATING IN THIS STUDY?
There may or may not be direct benefits to you from taking part in this study. By participating in
this study you will have an opportunity to share your experiences and perceptions of expatriate
success through a female lens and more importantly inform the profession on how you have
navigated the complexity of leading cross-culturally. My hope is that participating in this study
will give you an opportunity to share your reflections on your experiences and ultimately
providing new insights and learning to the global community.
WHAT HAPPENS IF I DECIDE TO WITHDRAW MY CONSENT TO PARTICIPATE?
Your participation in this research is entirely voluntary. You may withdraw from this study at
any time. If you decide to enter the study and to withdraw at any time in the future, there will be
no penalty or loss of benefits to which you are otherwise entitled. The study investigators may
decide to discontinue the study at any time, or withdraw you from the study at any time, if they
feel that it is in your best interests. If you choose to enter the study and then decide to withdraw
at a later time, all data collected about you during your enrolment in the study will be retained
for analysis.
CAN I BE ASKED TO LEAVE THE STUDY?
If you are not complying with the requirements of the study or for any other reason, the study
investigator may withdraw you from the study.
AFTER THE STUDY IS FINISHED
There will be no further questions or contact with you related to the study after it has finished.
The study investigators may decide to publish a manuscript or present study findings and no
published or presented data will be able to identify you in any way.
Your research-related information will not identify you in any way because all identifying
information has been removed such that the information is now anonymous and there is no
possibility of linking your identity to your information.
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If you have any questions about the study, you may contact Tami France, at Skype or via
email
If you have any questions about your rights as a research participant, you may contact Dr.
Philomena Essed, Chair of the Antioch University PhD in Leadership and Change IRB, via
email
9
9
9
9

I understand that this study is of a research nature.
It may offer no direct benefit to me.
Participation in this study is voluntary.
I may refuse to enter it or may withdraw at any time without creating any harmful
consequences to myself.

_________________________
Printed Name of Participant

_______________________
Signature of Participant

__________
Date

___Tami J. France__________
Printed Name of Principal Investigator
(Tami J. France)

_________________________
Signature of Principle Investigator

__________
Date
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Appendix G: Focus Group Discussion Guide

Professional Success and
Cross-Cultural Experiences
Research Study Survey Results Summary

Tami France
Antioch University
PhD in Leadership and Change
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Description of Participants
Professional women with a nationality of U.S.A, Canada,
United Kingdom, or Australia, who are based in China,
Hong Kong, Macau, or Taiwan
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Participant Reporting Structure and Team Members
managed
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Participant Perception of Success

What contributes to the
different perceptions of
success here?
What mindsets contribute to
the major difference between
“Overall Success” and
“Professional Success”?
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Research Question 1 Findings
What types of relationships or resources or characteristics
support the professional success of female expatriates
from the U.S., Canada, UK, Australia, who are working in
China, Hong Kong, Macau, or Taiwan?
Findings from narrative responses:
The relationships, resources, and characteristics that support professional success are
those that support individual growth and development:
x
x
x
x
x

Gain knowledge: Language, history, ideology, norms
Understand own mindset: Adopt a positive outlook, personal perspectives, and
values
Self-aware: Understanding of the transitions, reflective, wellness, letting go
Contribute to others: Sharing self with others, mutual benefit, give to get, find
connections and similarities, create victories for others, bridging cultures
Change behaviors: Observe others and behave differently, find your definition of
success, be receptive, persevere

Findings statistical analysis:
x
x
x
x

Having a mentor/coach-like relationship is positively related to an individual’s
rating of professional, cultural, and overall perceptions of success
High resiliency scores aligned with high success scores
Access to tangible resources (Books, Guides/Maps, Knowledge about
History/Culture, Language Tools, Training) were related to high resiliency
scores
High resiliency is positively related to high scores on the following
characteristics/traits: Open to Change, Have a Focus on the Big Picture,
Intentional about Giving Face, Being Creative, and the ability to Shift
Expectations

Questions:
Do any of these results particularly resonate with you? Or surprise you?
What could help you to further develop the characteristics/traits that build resilience?
Are you currently supporting anyone to grow and develop? How does this dynamic lend
to your own professional success?
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Research Question 2 Findings
In what form do formal or informal mentor or coach-like
relationships exist for professional western women who
are working in China, Hong Kong, Macau, or Taiwan?
x
x
x

102 women responded to the survey
59% respondents said they had an informal or formal mentor/coach while
working internationally
41% respondents said they did not have an informal or formal mentor/coach

Percentages of different individuals/relationships participants relied on heavily to
support their professional success:
Spouse/ Partner

41.2%

Friend Foreigner

33.3%

Other Family Member

14.7%

Friend Local National

15.7%

Professional Foreigner*

35.3%

Friend in Home Country

23.5%

Professional Local National*

27.5%

Club or Association

18.6%

Based on written responses, the four types of relationships that contribute most to
success are:
Foreigners based in China - More experienced in their career and with prior
International work, help with networking, and collaborating
Supervisor/ Boss (*part of the percentage from professional foreigner or professional
local) - Same Company, same Industry, an individual who knows what it takes to
succeed, and is willing to share
Spouse/partner, other family members, or friends - who act as someone to lean on
and offer emotional support
Local Nationals—Offer support with cultural norms, general navigation, and language
Questions:
Does this list and distribution make sense? What else would you add or clarify here
about relationships that contribute to success?
What supported the building and maintaining of those relationships? What is most
memorable about another individual supporting your professional success?
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Research Question 3 Findings
How do mentor/coach-like relationships support
professional success for women while working across
cultures?
Participants directly mentioned the need or desire for a mentor/coach relationship. They
also noted that mentor/coach-like relationships support professional success in four
ways.
Questions:
If you did have a Mentor/Coach, what did they do for you? What are the
behaviors/actions that come to mind, and how did they support your success? How
were you introduced to this individual?
If you did not have a Mentor/Coach during your international experience, describe
others who supported your success?

Appendix H: Research Findings by Research Theme and Data Collection Technique
Research
Framework/
Theme
Relationships

Interviews

Survey

Focus Groups

A Variety of
Relationships that
balance the two cultural
perspectives (West and
East) Support Success:
Personal and
Professional, Local
Nationals and Foreigner
Expatriates

Perceived Success is
highly correlated with
and can be explained by
having access to a
Mentor/Coach
relationship, Mentee/
Coachee relationships
Success is supported by
friendships, networking,
mentor/coach
relationships

Trusting relationships with
the organization, empathy
from the organization,
knowledgeable and
informed global insights
from the organization

Informal mentor/coach
Formal mentor/coach
Local national
mentor/coach
Expat Foreigner
mentor/coach
Mentee/coachee

Mentor/Coach
Relationships:
Over half have an
informal/formal
mentor/coach
Behaviors of a
Mentor/Coach:
Cultural Support advising about the
culture, language,
context, policies, norms,
offering guidance in
ambiguous situations,
letting go of
assumptions
Career Support—
industry trends,
networking, exploring
what professional
success means for each
individual, listening and
observing, offering
feedback

Developing and Supporting
Others:
Supporting new expats (both
women and men) in
acculturation process
Supporting local nationals by
sharing industry expertise
and global knowledge
The labels
Mentor/Coach/Guide are
used to the describe the
informal and formal
relationships
Preferred Behaviors of an
Informal or Formal
Mentor/Coach:
Understanding of the
expatriate experience and of
the conditions created
within the cultural
environment, build
relationships across cultures,
remove cultural barriers,
provide deeper levels of
cultural understanding,
coaching the person not the
situation, listening and
focusing on the
mentee/coachee and not on
self, normalize experiences,
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Resources

Emotional Support—
reminder that the expat
experience is similar for
many (a person is not
alone), coaching for
personal growth and
development

validate experience of the
mentee/coachee, kindness
and willingness to help,
create feelings of comfort

Perceived cultural
success can be explained
by language skills, prior
international
experiences
Resilience is positively
correlated with learning
the history, language
skills, access to cultural
training, planning and
goal setting, and
reflection-based
journaling
Resilience can be
explained by having
access to two types of
resources: Opportunities
to learn about the
cultural history and
opportunities for
planning and future-

Language skills build and
support connections, goal
setting and planning with
the organization
(expectations, priorities,
length of time, connectivity,
objectives), cultural
exposure through travel,
reflection journals

Finding a Mentor/Coach:
Needs to be on the ground
and in the same hostcountry, Embed
programming into the
organizational HR practices,
Understand the experience
level of the mentor/coach
and what the expatriates’
needs are in a
mentor/coach, look for
authentic connections,
create win-win relationship
for both, look for similar
goals, values, and passion
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focused goal setting
Characteristics

Specific Intrinsic
Characteristics Support
Success: Curiosity,
Openness, New
Adventures, Seek
Challenges, Learning
Mindset, Flexibility,
Adaptability, Resilience,
Future/Big Picture
Focus, Positive,
Distancing Self

Success is positively
correlated with and can
be explained by
resilience, ability to
support and develop
others

Resilience is an important
characteristic to focus on
and develop, growth from
challenges, taking initiative

Success is supported by
being open minded,
learning, adapting, being
receptive, selfawareness, a focus on
personal wellness
through balance,
observing and changing,
and persevering
Resilience can be
explained by having
strong resilience-based
characteristics: Growth
mindset, Open to
change, future focus,
giving face to others,
being creative and the
ability to shift
expectations

Knowing Self

An Informed view of Self
Supports Success:
Access to Culture
Specific Resources,
Replacing Losses and
Creating New, SelfReflection, SelfMotivation, SelfAwareness, SelfValidation, Cultural
Intelligence

Definition of success, Worklife balance and mindfulness,
understanding patience and
emotional triggers, set
assumptions aside, always
observing, always learning
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Cultural knowledge,
language, subtle cultural
nuances, succession
planning, sharing
expertise, growth
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Appendix I: Approval to Use the Brief Resilient Coping Scale (BRCS) in the Survey

Subject: Re: Requesting to use BRCS (Scale) in Dissertation Research
Dear Tami (Ms. France):
The BRCS is in the public domain, which means that you do not need our explicit permission to utilize
it in your research, but you certainly have our blessings.
Best wishes for a successful dissertation,
Ken Wallston

On Feb 27, 2015, at 4:36 PM, Tami France wrote:

Dear Dr. Vaughn Sinclair, Dear Dr. Kenneth Wallston,
I am writing to request your permission to use the Brief Resilient Coping Scale (BRCS) that you had
published in 2004.
I would like to incorporate this scale into my own PhD Dissertation research project. My topic is
"Leading and Succeeding Cross Culturally; Resilience, Adjustment, and Success from the
Professional Expatriate Perspective." I intend to add questions to a survey I am developing and utilize
your scale with your permission and approval. I am a candidate in the Antioch University PhD in
Leadership and Change program, based in the U.S.
Kindly reply with a response or a process I should follow for approval. Thank you for providing the
research foundations, and I intend to humbly continue to build upon the great research you have
done.
Warm Regards,
Tami France (Ms.)
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